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LOCAL 222 CAW 
General Membership Meeting 

FIRST THURSDAY of each month 
General Motors Unit Regular Meeting: 

THIRD THURSDAY of each month. 

These meetings are at 7:30 p.m. at the CAW 
Hall, 44 Bond St. East, Oshawa. 

Please plan to attend. Any changes in this schedule 
will be posted in the Oshaworker as far in advance as , r 
is possible. 



Welcome Back Flan 

and Plant Two 


By JOHN KOVACS and JERRY SMITH, 
SUB Representatives 




When you receive this issue of the 
Oshaworker , we will be in the third week 
of January, 1989. 

Most of you will be back to work, but 
not everybody. We want to convey some 
important messages to both groups. The 
ones who are back and the ones who are 
still on layoff and will come back on a 
later date. 

And again, there will be a third group 
of approximately 260 people who will 
not be back. There’ll also be some impor¬ 
tant messages for those who do not have 
a return to work date. 

Please read it over carefully and try 
to follow our advice. If you do, it will 
eliminate or at least minimize your prob¬ 
lems at present or future layoffs. 

First and most of all, please do not 
wait too long if you believe you have a 
problem with UIC or SUB. We will be 
working full time and although we are 
going to be loaded with calls, we will 
get to you before your shift changes from 
days to nights. 

THE ONES WHO RETURNED TO 
WORK 

If you were laid off from Plant 2 or 
A-Plant, you should be back to work as 
everybody who was laid off from the 
6th of November, 1988, was to be re¬ 
called by the 13th of January, 1989. If 
you are from this group and still on a 
layoff when you read this article, please 
contact your Supervisor, and also contact 
us as you could encounter some difficul¬ 
ties with the U.I. Commission. 

The U.I. Commission will send you 


the Claimant’s Report Card up to the 5th 
of February, 1989, as long as your ans¬ 
wer to Question #2 on the back of the 
card is “No.” There are no rumours to 
any further layoffs in the immediate fu¬ 
ture, so to avoid any possible mistakes, 
we strongly urge you to close off your 
cards with the U.I. Commission once 
you are back to work. Please remember, 
if you do make a mistake, and U.I. pays 
you after you are back to work, you have 
to repay the monies, and it’s always the 
gross amount, once you have cashed 
your cheque. You will have to wait a 
whole year to recover the tax portion of 
your overpayment, through your Income 
Tax Return in the following year. 

Once you’re back to work, please ans¬ 
wer “Yes” to Question #2 on the reverse 
side, and it is important to put down the 
date of return also. Example: “R.T.W. 9 
January 1989.” After that no further 
cards will be sent to you, but it does not 
mean your claim is finished. Your claim 
will run like a clock for 51 weeks from 
the time you onginally sta?r5ff yviur 
claim, regardless that you are back to 
work and you stopped your cards. If 
you’re laid off this summer, all you have 
to do is file a Renewal Mass Layoff claim 
which will renew the claim your origin¬ 
ally started either 31 July 1988 or 6th 
of November 1988. Once the 51 weeks 
is gone, then you have to serve the 2 
week waiting period. 

NOW B-BODY — PLANT 1 

If you’re from B-Body, you started 
your layoff July 10, 1988. Most of you 


were given a return to work date and 
many of you are back to work now, but 
not everybody. 

We were told that all B-Body employ¬ 
ees will be recalled and back to work 
by the 3rd of February, 1989. The same 
thing applies for you. When you are 
back, please close off your U.I. claim by 
answering Question Number 2 on your 
U.I. card with a “Yes.” Make sure to fill 
in the date of return, or the card will be 
sent back to you. 

There will be many days when the 
Company will not keep you for the full 
8 hours, and it is important for you to 
remember that your Supervisor has to 
code you the same as layoff in order for 
you to qualify for Short Work Week pay. 

EMPLOYEES WHO DO NOT HAVE 
A RETURN DATE 

If you are one of those who doesn’t 
have a return date, or your layoff goes 

fceycmd th*> 3rd of February H i? 

most important that you contact us SUB 
Representatives or the Service Repre¬ 
sentatives at the Union Hall. The U.I. 
Commission programmed their compu¬ 
ters in Belleville that once your cards 
are processed up to the 4th of February, 
no further cards will be sent to you, un¬ 
less the R.T.W’. date is removed. So 
again, if your layoff goes beyond Febru¬ 
ary 4, 1989, you have to come forward 
and seek help from your Union Repre¬ 
sentatives, either from SUB or from the 
Union Hall. 



Secretary-Treasurer’s 

Report 

By TOM HOAR 


DECEMBER 1988 


Receivables 

$436,613.58 

Expenditures 

220.666.56 

Surplus 

$215,947.02 

BANK BALANCE 


Current Account 

870,692.12 

December Deposits 

448,207.01 

December Withdrawals 

1,318,899.13 

578,439.15 

Bank Balance December 30, 1988 

$ 740,459.98 

ASSETS 

Cash on Hand 

25,076 v 07 

Bank Balance December 30, 1988 

740,459.98 

Auto Workers Credit Union 

27,842.65 

Government Bonds 

12,000.00 

Auto Workers Credit Union (Short Term) 

143,041.93 

Special Local 222 CAW Benefit Fund 

12,691.89 

Investors Group Trust 

442,498.77 

Investments 

1,862,395.00 

Less Outstanding Cheques Dec. 30/88 

3,266,006.29 

11,421.41 

Total Assets Dec. 30/88 

3,254,584.88 

ACCOUNTS RECEIVABLE — DECEMBER 1988 

Lost Time Reimbursed 

2,653.34 

Checkoffs & Over Counter Dues 

415,605.49 

Hall Rent 

5,509.30 

Apartment Rent 

320.00 

Miscellaneous 

1,497.52 

Telephone 

417.21 

Oshaworker Advertising 

1,700.00 


Vending Machine Receipts 

109.15 

Retired Members Dues Fund 

5,891.87 

OHIP 

48.72 

Green Shield Premiums 

71.48 

Recreation (Hockey tournament fees) 

500.00 

General Insurance (CAW Dental portion) 

2,289.50 

436,613.58 

EXPENDITURES 


Staff and Hall Wages 

103,359.57 

Lost Time Expense 

53,351.12 

Telephone 

1,853.84 

Office Supplies 

2,826.13 

Hall Supplies 

489.56 

Building Maintenance 

2,431.57 

Oshaworker 

20,185.72 

Retired Members Dues Fund 

4,441.51 

Retired Members Fund 

340.00 

Donations 

600.00 

Dues Refunds 

145.31 

Political Education Committee 

369.24 

Welfare 

100.00 

OHIP 

565.25 

Green Shield Premiums 

1,627.00 

Special Local 222 Benefit Fund 

25,000.00 

Miscellaneous Rent 

30.00 

Publicity 

130.00 

Recreation 

100.00 

Miscellaneous 

2,013.74 

New Building Inducon 

40.00 

Legal- Fees 

5.00 

General Insurance 

662.00 


$ 220,666.56 


CHRISTMAS HOLIDAY PAYS 

Both UIC and SUB notified us that 
no U.I. or SUB will be paid to laid off 
GM claimants who are also eligible for 
Christmas Holiday pays. When there are 
over 10 thousand people on layoff, there 
will be mistakes. 

If you are one of those who was paid 
U.I. or SUB, and also received Christmas 
Holiday Pay, please get in touch with us. 
You are not entitled to both, and you will 
have to repay either UIC or SUB. 

LAST PAYMENT REMINDER UIC 

We encountered many refusals by UIC 
because of late filing after the present 
U.I. claim expires. When you receive 
your UIC cheque, there is a benefit state¬ 
ment with your card for the following 
two weeks attached. 

Once your claim is finished, you only 
receive the benefit statement with a note 
on top, “Last Payment. Other programs 


available at Your Local CEC Office.” 
When you receive this statement with 
your cheque, please inquire and check 
it out, even if you already returned to 
work. You may be entitled to one week 
Waiting Period only, but if you do not 
file for U.I. to serve that one week. SUB 
will take back the 95% SUB benefit, as 
in many cases they will pay 95% SUB 
for Waiting Period one, after your old 
claim expired. 

Many times you receive letters or cor¬ 
respondence from UIC. It is most impor¬ 
tant that you follow up on these letters 
because it may save you some monies 
and aggravation later. 

CLOSING MESSAGE 
Live each day to the fullest. 

Get the most from each hour, 
each day, and each age of your life. 
Then you can look forward with con¬ 
fidence 

And back without regrets. 



Car Plant 

Chairman’s Report 





By DON THOMPSON 

This being the first Oshaworker in 
1989, I would like to wish everyone a 
Happy and Prosperous New Year. Then 
take a look at what some of the main 
issues and the re¬ 
solves were in the 
Car Plants during 
1988. Starting in 
1988, we had just 
finished the 1987 
negotiations in 
late October. On 
returning to 
Oshawa, Car Plant 
management an¬ 
nounced they 

would be taking a 
complete shift off in Plant One the first 
of November 1987. After several meet¬ 
ings myself, along with other members 
of the Shop Committee, were able to get 
an agreement, that instead of laying off 
a complete shift, we would rotate, two 
weeks at work then two weeks off. This 
arrangement proved to be a success and 
we returned to a two shift operation in 
March 1988. The end result on this 
agreement was protecting the SUB cred¬ 
its for the brothers and sisters who were 
going to be facing a six to seven month 
model change layoff in Plant One. 

Beginning early in 1988, the Car Plant 
Committee had to work out an agree¬ 
ment on the Plant One Model Change. 
The high lites, making sure everyone 
received their Christmas holiday pay, 
along with the 1,000 hour credit needed 
to qualify for full vacation pay. A job 
selection process had to be worked out 
in each different area, with the preferred 
job going to the senior employee. There 
were numerous discussions on these is¬ 
sues with the end result being everyone 
should have received their Christmas 
pay by now. Full vacation pay will also 
be there come July 1989, if you work 
the hours made available. It was agreed 
if you lacked the full compliment of the 
1,000 hours, GM has to top your hours 
up. 


At the beginning of the Plant One 
Model Change talks, the Company an¬ 
nounced that the work force in this Plant 
would shrink by some nine hundred em¬ 
ployees. Knowing the impact this reduc¬ 
tion would have on our junior brothers 
and sisters, we began to try to negotiate 
some type of retirement incentives to 
ease the blow. After several weeks of 
meetings, this was also accomplished. 
In the Car Plants alone, over two hun¬ 
dred of our senior members were offered 
an opportunity to retire and have ac¬ 
cepted. The number of members retiring 
multiplies, when you take in the Truck 
Plant along with the Fab Plants where a 
large number of the senior brothers and 
sisters have also decided to retire. 

The employment picture started to 

Continued on page 3 


|yp m. ■» -- 


a 


o 


CM 

!Z 

rH 

X 


- 


-P 

e 


. -p 

3 ^ 

» P4 -P 
r- C * 
CTk cd CP (d 
H ^ ^ 

o & & 

^ m if) 


ui 


O VO O 












































2 OSHAWORKER / JANUARY 19, 1989 


Pension and TO>rkeis’ Compensation 


By RAY FINNEY 
Pension Representative 

On June 20th, Labour Minister, Greg Sorbara, introduced legisla¬ 
tion to fundamentally change the Workers’ Compensation Act, Bill 
162. Ontario was finally to make reforms to help injured workers. 
Sobara talked about a fairer system for workers providing fairer 
benefits to the permanently disabled and bet¬ 
ter rehabilitation and job opportunities. Yet 
to those who have been involved in the fight 
for reforms over the past decade, this legisla¬ 
tion is a cynical betrayal of the need of work¬ 
ers injured at work. 

The goal of our system is to compensate 
injured workers by paying benefits and pro¬ 
viding assistance to those able to work. 

Now, we have benefits based on a “Meat 
Chart” which arbitrarily assigns numbers to 
parts of the body and an inadequate rehabili¬ 
tation system. 

While in rehabilitation, workers are eligible to receive supple¬ 
mental benefits to replace their lost income, although this right has 
recently been arbitrarily limited by the Board. 

WHAT IS NEED? 



1. Permanent pensions which realistically reflect the effect of the 
injury on the ability to earn wages. 

2. A right to rehabilitation programs that help any injured worker 
who is expected to return to work. 

3. A right to full benefits for the unemployed worker for as long 
as it takes to return the worker to gainful employment and to 
supplements to insure full coverage for loss of wages. 

Sobara will make the following changes: 

1. In the guise of finally providing compensation for “pain and 
suffering” the insidious “meat chart” will be retained to provide 
grossly reduced benefits to those who suffer permanent injury. 

2. All other benefits will be short term wage lost. The Board 
will then arbitrarily deem workers to have the income of jobs that 
don’t exist so that workers are cut off without money and without 
jobs. 

3. Time restrictions will be placed on the availability of rehabili¬ 
tation services so even fewer workers who need rehabilitation 
services will get them. 

4. The right to appeal any decision of the Board on these issues 
to an Independent Tribunal is eliminated and the right to review 
the decisions within the Board itself is restricted. 

These fundamental changes mean a major cutback in the assist¬ 


ance workers receive from the Board and exacerbate an already 
intolerable situation. To sell this Bill of Goods to workers in this 
province, Sorbara says that Bill 162 will require employers to 
provide employment for the workers who are injured on the job. 
At present, no employer has any obligation to maintain the job of 
any worker injured at work, but Bill 162 applies to a very limited 
number of workplaces (only those with more than 20 workers) 
does not apply to construction workers at all, and has short time 
limits within which the right expires. 

Just as importantly, Sorbara would not impose any obligation 
on employers to modify the workplace to assist the disabled worker 
to return to work. The protection Sorbara offers is even less than 
what exist now under the Ontario Human Rights Code. The sole 
motivation for Sorbara’s reform is to cut the costs of the system 
for employers. 

Wanting to cut costs is not a bad thing. But in this case, cutting 
costs does not eliminate costs, it merely transfers them from em¬ 
ployers to injured workers. By re-defining the system in Bill 162, 
Sorbara does not eliminate the problems of the permanently dis¬ 
abled worker, he merely hides them. The Minister is ignoring the 
real means to cut the costs of workplace accidents. More strictly 
controlled and enforced Health and Safety Regulations, Effective 
Rehabilitation Programs, Comprehensive Reinstatement Programs 
and Mandatory Compensation Board coverage for all workplaces. 

Sorbara, if he insists on his plans to destroy the system, will 
only create a growing number of uncompensated injured workers. 
During the past decade, Ontario has witnessed the strength and 
determination of these workers to fight for just compensation. With 
Bill 162, Sorbara is simply setting the scene for more suffering 
and discontent in the coming years. 

TRUCK PLANT 
REPRESENTATION 

I would like to thank John Graham (Chairman), and Frank Taylor 
(District Committeeman) and George Knott (District Committee¬ 
man) whom I have worked very closely with prior to, during and 
since 1987 negotiations for the benefit of our senior workers. The 
achievements of these three have also insured security to our junior 
employees. 

I look forward to working with these elected Reps, again in the 
future and I once again would like to thank them for a job well 
done! 

If you have any problems with your pension or your in-plant 
pension, call my in-plant number, 644-1277. 

On behalf of the membership, the Executive and myself, I would 
like to wish the following a long and happy retirement: 


Dept. Years of 


Name 

No. 

Service 

Retirement Date 

Paul J. Allems 

12 

32.4 

August 1, 1988 

Donald M. Allen 

49T 

26.3 

January 1, 1989 

Robert A. Amos 

49C 

25.0 

January 1,1989 

Joseph T. Arsenault 

26 

27.1 

November 1, 1988 

Lionel P. Baker 

8 

28.5 

December 1, 1988 

Harold D. Ballem 

45 

33.9 

January 1,1989 

Thomas W. Barber 

44A 

25.2 

October 1, 1988 

Francis J. Bastarache 

8 

38.2 

January 1,1989 

Pauline A. Bell 

45 

31.0 

October 1, 1988 

Raymond G. Blanchard 

49C 

29.6 

January 1,1989 

NeilL. Brownell 

49T 

37.0 

November 1, 1988 

Chester R. Bryant 

65 

41.8 

November 1, 1988 

Philip T. Burkart 

49C 

34.2 

October 1,1988 

Rowland Butler 

33 

31.5 

October 1,1988 

John E. Buttonshaw 

77 

31.0 

January 1, 1989 

Henry Bykerk 

4C 

35.7 

October 1,1988 

Pasquale Cassano 

44B 

27.1 

December 1, 1988 

Josef Ceglar 

12 

30.1 

December 1, 1988 

Carl R. Clark 

77 

31.5 

January 1,1989 

Clarence R. Clifford 

45 

32.8 

November 1, 1988 

Edward P. Clouthier 

15 

27.0 

October 1, 1988 

James T. Coates 

77 

33.2 

January 1, 1989 

Mike C. Colavecchia 

61 

11.7 

October 1, 1988 

Rennie J. Cormier 

49C 

37.4 

December 1, 1988 

Joseph J. Cowie 

77 

38.5 

January 1,1989 

Jean W. Crawford 

94 

12.8 

October 1, 1988 

Harold K. Croft 

4D 

23.1 

August 1, 1988 

Raymond L. Crowells 

77 

29.8 

January 1,1989 

Lloyd R. Davis 

7 

33.0 

November 1, 1988 

John S. Doorenspleet 

78 

27.9 

January 1, 1989 

Vernon A. Dorman 

49C 

24.4 

January 1,1989 

Walter Dubina 

48 

34.9 

December 1, 1988 

Elwyn L. Dundas 

83 

29.8 

May 1,1988 

Allen G. Earle 

77 

30.1 

January 1, 1989 

Harlan D. Elder 

77 

36.2 

January 1,1989 

Arthur C. Ethier 

53B 

30.2 

December 1, 1988 

Alfred Finger 

30 

30.0 

January 1,1989 

Paul J. Fitzpatrick 

77 

26.1 

January 1,1989 

RolfO. Friedricks 

77 

27.1 

January 1,1989 

Raymond C. Gaudet 

11 

28.9 

November 1, 1988 

Edward S. Goleski 

77 

38.2 

January 1,1989 

Morris J. Goulet 

15 

30.3 

January 1,1989 

Gary H. Graham 

3 

25.8 

October 1,1988 


Job Elimination Tactics 


By GEORGE KNOTT 
District 11 Committeeman 

The Quality Network is a program not 
to improve Quality but a program com¬ 
mitted to eliminating jobs. The continual 
improvement it wants is continual elimi¬ 
nation of waste 
(jobs). The driving 
force behind the 
program is called 
Management by 
Stress. 

Management 
by Stress elimi¬ 
nates all service 
and support to the 
Line Worker, Su¬ 
pervisor, and 
Committeeman. 
Elimination of Repair, Inspection, and 
eventual elimination of Material takes 
away the support for Line Workers. No 
repair or inspection backup combined 
with just in time delivery of parts is de¬ 
signed to give line operators no backup, 
or safety net. No extra stock, stockpiling, 
repair to catch build problems or inspec¬ 
tion to observe problems means the 
Operator gets blamed for everything. 
Removing services to line workers shifts 
as much blame as possible to the shop 
floor creating maximum stress for every¬ 
one. 

COMPANY TRYING TO 
ELIMINATE SPARE MEN 
The Company is committed to elimi¬ 
nating Sparemen. Sparemen or Absentee 
replacements are also considered a 
backup. The Company want Q.T. (Team 
Leaders) and Lineworkers to devise their 
own means of taking care of absentee¬ 
ism. Instead of the supervisor assigning 
men, the (Q.T.) Team Leader and Line- 
worker handle the problem again creat¬ 
ing maximum stress. This is the type of 
stuff that Plant Manager Gerry Harvey 
took in the Car Plant Quality Network 
during the week of December 12 to 16. 
Well, the Truck Plant is not buying the 
Quality network program of job elimina¬ 
tion. The Lineworker has enough prob¬ 
lems without your maximum stress 
garbage. Absentee replacements will re¬ 
main in the Truck Plant as long as I am 
District Committeeman. 


QUALITY NETWORK TEAMS 

Quality Network Teams are designed 
to have workers eliminate their own 
jobs. The two methods are workers tell¬ 
ing them how to “continually improve” 
and monitoring technology tied to 
A.G.V.’s. 

At first, the line starts up slow. Man¬ 
agement wants all your ideas to improve. 
Your job gets broken down to the smal¬ 
lest element. Then the line hits full speed 
and all the bugs are worked out. As soon 
as there are no problems, management 
by stress is designed to get maximum 
control. The workers have already 
helped debug the system, so now the 
elimination of jobs start. As work gets 
shifted around, it begins the process 
known as speedup. The supervisor 
comes right down on a worker who even 
misses a screw because there are no 
backups. Workers are not listened to or 
allowed to shut the line off when full 
line speed is reached. The Teams are now 
isolated little “Business Teams” where 
maximum stress and maximum control 
of operators is the rule. 

On AG Vs, the monitoring and control 
is even more vicious. The AGV Hardre 
System gets tied to the computer soft¬ 
ware system. The result is continuous 
computer surveillance. Big Brother 
watches you every minute of every day. 
This to me is a violation of your free¬ 
dom. There is a procedure for studying 
a job and the Company use of computers 
is no different than a foreman standing 
over your shoulder 8 hours a day. Any¬ 
one who gets additional work or feels 
that this constitutes harassment, whether 
it takes grievances or having to petition 
the Human Rights Commission, I intend 
to fight this system. With the support of 
you, the membership and your Commit¬ 
teemen and Alternates, I believe we can 
make a difference. I will be going after 
contract language at ever opportunity to 
stop this harassment surveillance sys¬ 
tem. 

I would advise all of you to be careful 
to work at a normal work pace or you 
%vill be guaranteed more work. I would 
also tell you to be careful sharing your 
knowledge of your job with your super¬ 
visor. His bosses, like Gerry Harvey, are 
putting maximum stress on him to gather 
information to eliminate your job. De¬ 


tailed writeups, speedup, and elimina¬ 
tion means maximum control of your 
job, your time, and you. The Company 
wants maximum inescapable stress and 


By JACK VERNON 
District Committeeman 

I hope everyone had a safe and happy 
holiday period. The extra time off for 
the Battery and Rad people was well 
deserved after a busy year in both plants. 

BATTERY 
PLANT 

The 1989 
model year looks 
very promising for 
the Battery Plant 
with new business 
from the Cami as¬ 
sembly plant is In- 
gersoll and the 
new Toyota plant 
in Cambridge, 
plus the aftermar¬ 
ket sales for Hyundi, everyone should 
be very busy. However, the first few 
months are fairly slack and we are meet¬ 
ing continually to find a solution to this 
problem that will be beneficial to all. 
Also by the time you receive this paper, 
a decision will probably have been made 
regarding a contract to supply all of 
Honda, not just their replacement bat¬ 
teries. 

RAD ROOM 

There is only a few outstanding griev¬ 
ances left in RAd and hopefully by the 
time you read this, they will be settled 
to your satisfaction. I have received a 
couple of phone calls regarding the ret¬ 
roactive pay for the Inspection griev 
ances for the people on lay-off. This 
money couldn’t be made up for your last 
pay cheque prior to lay-off, so I had the 
Company hold it until you return to work 
so as not to interfere with your SUB or 
Unemployment. You will receive it in 
your first cheque when you return as will 
all General Group people in Tri-Link. 
The 1989 model year looks very positive 


maximum control. 

I will be asking your elected reps and 
yourselves to get involved and 
communicate at every opportunity. To- 


with production around the 5,000 per 
day mark for the first few months with 
new equipment coming in daily in pre¬ 
paration to build the 34 millimetre radia¬ 
tor. 

With U.S. truck plants wanting rads, 
we could be in for a very busy year. It 
is good to see the header reinforcements 
all being made in plant now instead of 
buying them from an outside source. As 
you know you can build a better product 
than the people from REININGER car. 

The policy grievances in procedure 
from Tri-Link are still waiting to be heard 
at the 4th step. I was told these would 
be heard by Christmas. However, at the 
time of writing Brother Clancy, from the 
National Union, has not yet set a date. 

STAMPING PLANT 

With the gradual acceleration of the 
1989 W Car production, it looks like 
overtime in the new year. Requisitions 
went in for more people on January 3, 
1989 and I would likp to welcome you 
all to the Stamping Plant. If I haven’t 
had the opportunity to meet you by the 
time you read this, give me a shout and 
I will try and look after your concerns. 
There seems to be a lot of mixed feelings 
on who should be or wants to be chang¬ 
ing dies, relieving, etc. I have talked to 
several members of management on this 
issue and they are all skating in different 
directions. So make your intentions 
known to them as well as myself and I 
am sure we can come up with a workable 
solution. 

I would like to finish this article by 
complimenting the Cleaner Attendants 
on how clear they keep this new facility 
and hopefully by now the rugs in the 
office complex look the same. 

If there is something you are not sure 
of, give me a call at home 433-5043 or 


gether we can begin to put options in 
place to stop Management by Stress. Joo 
elimination is our priority and you will 
be hearing a lot more, I guarantee it. 


at work 644-3992. Although some 
elected representatives have told you the 
line is always busy, so it must be off the 
hook, try yourself for I have call waiting 
installed and therefore never get a busy 
signal. 

Some liars always get caught. A 
brother left me with this poem and asked 
that I might share it with you. 

Sez I To Myself 
Sez I to myself as I grumbled 
and growled. 

I’m sick of my union! And 
then how I scowled. 

The members unfriendly, the 
meetings too long. 

In fact, it seems that every¬ 
thing’s wrong. 

I don’t like the reports; the 
unions a disgrace; 

There’s signs of neglect all 
over the place. 

I’ll quit going to meetings, I 
won’t pay my dues; 

I’ll better use my time with 
some booze. 

Then sez my conscience to 
me, Sez he, 

The trouble with you is, you’re 
too blind to see 
That your union reflects you, 
whatever it be. 

Now come, union dues isn’t 
too much to pay, 

You’ll make it worth more if 
you serve in some way; 

Stop all your fault finding and 
talk it up strong, 

You’ll find you’ll be happy and 
proud to belong. 

Be friendly and willing and help 
make it work 
For Unions aren’t built by 
members who shirk. 



Battery Aluminum Rad 
and S. Stamping 
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District 10 Report 


Management-By-Stress 


By JOHN SCANLAN 

First, I would like to congratulate all 
of you who worked over Christmas. The 
job you did was better than ever and 
without major injury or problems. 

Hopefully we will 
all have a safe and 
successful 
“1989”. This year 
our District 10 
Maintenance 
Dance will be held 
March 11th, 1989, 
at the Polish Vet¬ 
eran’s Hall. We 
are happy to an¬ 
nounce that your 
Committeemen 
will have more tickets available than in 
the last few years due to the fact our 
Tool & Die District Mike Lockhart and 
his Committeemen are holding their 
dance separate this year. Please let your 
Committeeman know in advance as 
soon as possible of your intentions. We 
expect a large turnout as this is one of 
the few times a year when you get to 
socialize with your workmates and their 
families. 

AROUND ZONES 38 AND 40 

Approximately one year ago, the 
Truck Plant Membership agreed to try 
three overtime groups within the TVuck 
Plant in an attempt to minimize the 
overtime spreads. That year is up and 
after reviewing the experiment with your 
Committeeman, we will notify the Com¬ 
pany of our intent to terminate the 
agreement or continue. As you may 
know by now, the Truck Plant was suc¬ 
cessful in securing the Short Box Ex- 
tendacab. The Company is very happy 
about this and so they should be. 
However, I want to remind you that 
without skilled trades and the way you 
have handled tech changes and new 
management tactics, it would not have 
come so easily. So, let’s see how we are 
treated in “1989”. 

ZONES 36 AND 39 

The Committeemen from both these 
Zones are servicing the Maintenance end 
and will pursue your issues diligently as 
well as communicating on and off shift 
with myself and A1 Madden. Further, 
they attended all our meetings. This is 
good to see and I can assure you that all 
but the odd one feel this way about 
Skilled TVades Unity and the Mem¬ 
bership. I would just like to take the 
opportunity to congratulate Malcom 


By KARL ZIMMERMANN 

Today is December 27, 1988. Christ¬ 
mas is behind us and I hope that all of 
you survived having consumed all that 
good food and drink as I have gained 
one or two pounds 
which I don’t 
need. When our 
Local got the Ko- 
skie Report, one 
was mailed to 
Brother White and 
we asked for a 
meeting with him. 
A meeting took 
place at the Na¬ 
tional Office in the 
evening. From our 
Local Brothers Sinclair, Kovacs, Webb, 
McCloskey, and myself; from the Na¬ 
tional Office Brothers Nickerson and 
Sym Gill. 

The purpose of this meeting was to 
discuss the Koskie Report. I asked the 
question if the National Office disputed 
the figure of $144.5 million. Brother 
Nickerson turned to Brother Gill and 
asked do we? and he replied no. Nicker¬ 
son tried to pick holes in the report but 
the facts are the Union (National Office) 
allowed General Motors of Canada Ltd. 
to take contribution holidays into the 
hourly-rated Pension Plan to the tune of 
$144.5 million up to December 1, 1986, 
and all surpluses over the next six years 
as we signed a six-year-pension agree¬ 
ment. 


Slater on his acclamation as Alternate in 
Zone 36. 

ZONE 37 

Our overtime survey is now complete 
and the results tallied, although there 
were a few hiccups and a misunderstand¬ 
ing in the Construction Department. 
The response was good and we are now 
in the process of discussing some of your 
progressive ideas with management. All 
in all, I feel very good when the Leader¬ 
ship asks the Membership for input and 
get it! 

ZONE 50 

As I reported in an earlier article, Con¬ 
struction are already starting to gear 
down and reduce supplemental. As is 
usual with a slow reduction in work 
means a reduction in overtime and with 
this comes more equalization griev¬ 
ances. I recently met with Bert Bicknell 
and for the first time he hinted at the 
fact he and his people were launching a 
watch the overtime campaign and said 
“we will be watching for employees who 
work the weekend and take time off dur¬ 
ing the week as well as absenteeism in 
general.” Just what he intended to do 
about any such case he didn’t say. This 
leaves me to wonder Is Doug Calhoun 
back? if so, does this mean Bert won’t 
be contracting out any more work. 

****NOTE: Recently I have been 
asked by grievors why they were not at 
the 2nd step meeting when it is the Dis¬ 
trict who arranges for it to happen. Well, 
I have never failed to bring a grievor 
to a meeting at his request, but I must 
be notified by your Committeeman or 
you. So for the record, if you wish to 
attend such a meeting, call me at 436- 
3340 or 644-3865 or page 1-552-6930, 
and make sure it’s done right. 

SPECIAL TOPIC 

This March I would like to draw your 
attention to the Mechanical Trades 
Construction types and the need to 

preserve them. 

Pipefitters: Some time ago the TVuck 
Plant declared 2 Pipefitters excess. They 
were absorbed by Construction because 
they wanted to keep their supplemental 
help Pipefitters. We now have grievances 
in the Truck Plant M/Rs vs Fitters. 
Union’s Position: Hire more Pipefitters. 

New Rim Department (Fab): Not 
populating a Fitter on 3rd shift — 
months of negotiations to regain tradi¬ 
tional (GM) Pipefitter work. Union’s 
Position: Re-establish Fitters on 3rd 
shift and in Rim, Department 12 (Fab). 
T & D doing traditional Fitters work 


This in my opinion is insane collective 
bargaining and has to be stopped. In the 
National Offices’ own court case against 
White Farm Manufacturing, the Su¬ 
preme Court of Ontario ruled that the 

surpluses of the pension fund are re¬ 
quired to be applied, credited or paid for 
the improvement, and as part of, the pen¬ 
sion benefits of such members and par¬ 
ticipant beneficiaries under the plan. 

If we in Oshawa decide in March, 
1989, to take GM to court and would 
win our case GM would have to pay 
back into the trust fund what they should 
have paid in the first place. I estimate it 
to be a minimum of $300 million. The 
interest of this sum alone would allow 
a 50 percent increase to all pensioners 
and beneficiaries. That is if the Supreme 
Court of Canada would rule that the sur¬ 
pluses can only be used to increase bene¬ 
fits to pensioners. In my next article I 
will try to explain the legal aspects of 
the deal GM and the Union (Nickerson 
and White) made. 

In May of 1988, at the CLC conven¬ 
tion I got up in front of over 2,000 trade 
unionists and accused Brother White of 
giving GM $144.5 million which he de¬ 
nied. He stated I did not give GM $144.5 
million. That leads me to believe that 
Brother Nickerson is the one who giveth. 
All the meetings we requested with 
White we always end up with Nickerson. 

On October 2, 1988, at the CAW 
Council Meeting I again questioned 
Brother White on the surpluses and again 
he got Nickerson to answer. He said the 


since approximately “1970”. This one 
went to 1981 negotiations and a commit¬ 
ment was given to hire a Fitter for this 
type of work. 

January “1989”: South Construc¬ 
tion declares Pipefitters excess around 
April-May “1989”, but not sure how 
many. As you can see, plant wide prob¬ 
lems and long term concerns. 

Millwrights: 1983-86, a major new- 
tech change in our plant, months of ne¬ 
gotiations with the Company, Skilled 
Trades Committee, National Union, and 
most important of all the membership. 
Resolved in a basic set of guidelines to 
cover major changes in new-tech, AGV, 
and EMS, etc. This generated the need 
for additional training programs and the 
hiring of the right trades for the right 
job, and a much, much closer eye being 
kept who does what by the Membership 
and the Union Reps by plant and me, 
plant wide. 

“1988” Apprentices hiring: The Com¬ 
pany had no intention of Apprenticing 
Millwrights or Pipefitters according to 
their forecast. A Special Meeting was 
called with the Top of the House in 
Oshawa and the Skilled Trades Districts 
Chairmen, and Apprentice Committee. 
This time we used the App-Committee 
prediction and five Mill and five Pipe 
were apprenticed. 

Welders: Welders have not been ap¬ 
prenticed for years in our Program al¬ 
though the need to weld has not gone 
away. The need for Tool & Die Welders 
has increased due to South Stamping 
and Rad. The Company did not agree 
to populate the Apprentice Program 
but retain approximately 60 Sup¬ 
plemental Welders on Construction. The 
Construction Department predict that in 
order to pair off their Fitters and Mill¬ 
wrights properly after the Supplemental 
Welders are returned to Production, they 
will need approximately 10 Joumey- 
men/women Welders. So you see, al¬ 
though the Company has targetted the 
Welder, the need exists. Myself and our 
Skilled Trades Chairman AI Madden 
have filed a Policy Grievance to repopu¬ 
late the Welder Apprentice. 

NEXT ISSUE 

In closing, I would like to suggest you 
read the next issue as I will be giving 
you some of my ideas of how to address 
this issue. Some of you will like it, some 
will not, for I will also tell you where I 
feel we should be going as a Local, as 
a Union. This note is really for my 
friends Con, Rick, Clancy and Bob. See 
you next month!, 


Union has always taken the position that 
surpluses in a wound up plan belong to 
the employees but in an ongoing plan 
like GM’s we use them (the surpluses) 
in the bargaining process. What a change 
from October 1988 to November 1988. 
If you read the December 15, Osha- 
worker and what you are reading now, 
what do you think happened? 

How can leaders like Nickerson and 
White deny everything about surpluses 
and later admit that surpluses are used 
in the bargaining process only after 
Local 222 hired a lawyer and an actuary 
for a cost of close to twenty thousand 
dollars. Did they admit it? What we don’t 
know is what we did in return — they 
(the two Bobs), better not tell us the 
pension agreement. What harm would 
there have been to tell the membership 
and the rest of the leadership about it at 
the ratification meeting at the Civic in 
Oshawa. Brother White wants one to tell 
the membership about all the good parts 
of a collective agreement, like pension 
indexation and going from $1205 to 
$1505 in one jump. What he can’t take 
is constructive criticism, when they get 
exposed (the two Bobs). There is still 
time to sit down and straighten this mess 
out if White would get off his throne 
and tell the truth and look for a solution 
but I doubt that it will take place and 
hope that you, the membership of Local 
222 vote yes on the referendum vote in 
March. 

To be continued in the next Osha- 
worker. 


By KEN SUTHERLAND 
District 2 Committeeman 

Management uses the term “syn¬ 
chronous production” to describe Team 
Concepts or Natural Work Groups. The 
reality is “management by stress” be¬ 
cause stress is the 
force that drived 
the system. Man¬ 
agement by stress 
has to be looked at 
as a whole system 
with several inter¬ 
related and de¬ 
pendent factors: 

1. Speedup-ways 
for workers to do 
more work in less 
time. 

2. Just-in-Time (JIT) organization in¬ 
ventory and production. 

3. Extensive use of Outside Contract¬ 
ing. 

4. Technology to reduce labour. 

5. Design for Manufacture — products 
specifically designed to reduce labour 
costs. 

6. Methods to reduce scrap and rework. 

7. Tighter management control. 

SPEEDUP: STRESSING THE 
SYSTEM 

Management by stress goes against 
many traditional management systems 
and at times even against common sense. 
It is logical to have some protection 
against breakdowns and have spare men 
to replace absentees on the production 
line. Management by stress operating 
principles is to systematically locate and 
remove these protections. Worksite exer¬ 
cises are usually conducted to find them. 
The system, including the human beings 
operate in a state of permanent stress or 
“ongoing improvement goals.” Maxi¬ 
mum stress will identify the strong and 
weak points in the system and the indi¬ 
viduals. 

The ANDON board is an actual visual 
display system of how management by 
stress works^Color coding is used to 
relay information on the status of the 
system. Chimes and buzzers indicate no 
problem, potential problem and line 
stoppage. In the management by stress 

Car Plant 
Chairman’s 
Report 

Continued from page 1 

look better when GM announced early 
last summer, that Plant Two would be 
going down in November 1988 to con¬ 
vert this plant to accommodate the as¬ 
sembly of the Chev Lumina along with 
the Buick Regal. By having the mix 
build in Plant Two both plants are sche¬ 
duled to accelerate to 68 jobs per hour. 
This will increase the workforce in the 
Car Plants from the original plans. With 
all the retirements and the increase in 
production, there is a very good chance 
GM may be hiring new employees in 
early summer of 1989. 

Management has informed me that in 
order to meet the predicted production 
demands of the Chev Lumina, there is 
a good possibility that a third shift may 
be required in some areas of the Body- 
in-White.The details of this arrangement 
have not yet been worked out between 
management and the Union. I will report 
on this in future issues of the Osha- 
worker. 

The membership of Local 222 in 1988 
has also made the decision to have a 
new Union Hall built and is scheduled 
to open in November 1989. This new 
facility will provide a better service to 
the membership. 

I would like to point out because of 
the capable management of our Local’s 
finances provided by brother Tom Hoar, 
our Financial Secretary, the cost of this 
new building will not impose any extra 
financial burden on the membership of 
Local 222. 

Everyone will be receiving a letter 
from the Union Hall very shortly. This 
letter will contain your 1989 Union 
Membership Card. It is very important 
that you not misplace your card, as it 
will be needed for identification on 
several occasions in the upcoming year. 


system, no problem is not a desirable 
state. It means the system is running as 
fast as it might When the potential prob¬ 
lem or line stop rates of the system are 
reached, management can then focus on 
these bottlenecks. 

Once the system problems are cor¬ 
rected, further stress is added by reduc¬ 
ing workers and shifting work to no 
problem points. The ideal is to have most 
points in the system operating as a poten¬ 
tial problem to create maximum stress 
a constant condition. 

Constant stress can be achieved by 
increasing line speeds, reducing man¬ 
power and machines or adding addi¬ 
tional tasks and responsibilities to 
everyone in the system. Management are 
not exempt. A line is balanced by de¬ 
creasing resources and increasing work¬ 
loads on those who have shown they 
have no problem doing their job. Those 
operating without problems must 
therefore be considered a waste just as 
scrap is considered a waste. 

In engineering terms this tight control 
system of constant balancing would be 
called “fast response inner loops.” The 
only problem is that human beings are 
the cogs in the system, not just transis¬ 
tors, computers and motors. All training 
programs are geared to condition man¬ 
agement and hourly workers that stress 
is wonderful. If it means taking your 
stress and problems away from work to 
your home, then you are in the maxi¬ 
mum enviable Corporate position. When 
you take these problems home with you 
General Motors is then harnessing your 
brainpower for free. 

That is one of the major reasons for 
training all employees to deal with 
stress. The Company creates the stress 
and then hopes that the training will help 
people deal with the stress they have 
created. That is why the Japanese have 
the highest suicide rate in the world. The 
number of University position available 
to the actual potentially educable popu¬ 
lation is kept artificially low. Everyone 
fights to get these limited spots. Their 
conditioning forces them to see them¬ 
selves as failures who have disgraced 
themselves. The stress created by Ja¬ 
panese Corporations and Society benefit 
the elite at the expense of weaker mem¬ 
bers. Their judicial system has a 99.9% 
conviction rate because once you are 
charged you are assumed guilty by the 
system. It is more important that the sys¬ 
tem be given a high conviction rate than 
the rights or innocence of any individual. 

The management by stress is a system 
where human beings are systematically 
forced to not only accept stress but be 
conditioned to want more stress. Sur¬ 
vival of the fittest, the law of the jungle 
has returned. 


DURHAM 

Save-a-Heart 

Submitted by 
ORVILLE FAUGHT and 
JOHN LeSURF 

February is “Heart Month” across the 
Province, and Durham Save-a-Heart 
(DSAH) is celebrating this with special 
CPR (Cardiopulmonary Resuscitation) 
programs. Half Price Heart Saver CPR 
Courses are scheduled as follows: 

Saturday, February 4, 1988 
9 a.m. to 1 p.m. 

Emperor Street Centre, 

Ajax 

Saturday, February 18, 1989 
9 a.m. to 1 p.m. 

Trinity United Church 
Bowmanville 

Saturday, February 25, 1989 
9 a.m. to 1 p.m. 

Fire Hall #3, 

Oshawa 

Fee for these Heart Saver courses is 
only $10.00 per person (regular fee is 
$20.00 per person). 

Registration at DSAH 292 King Street 
West, Oshawa is required in advance. 

Save money and learn how to Save a 
Life. 

For more information or to register 
call DSAH 571-1152, a United Way 
Agency. 



TOUR PENSION 
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OFL CONVENTION 


By LARRY HEFFERNAN, 
Alternate Committeeperson, 
Truck Plant 
Zone 51, Dept. 27 

On behalf of all the Brothers and Sis¬ 
ters that were elected as delegates to the 
Ontario Federation of Labour, I person¬ 
ally would like to take this opportunity 
to thank all the 
membership that 
took the time dur¬ 
ing their lunch 
hour, and after 
work, to go up to 
the Union Hall 
and vote and show 
their support for 
me and the other 
candidates that I 
supported in elect¬ 
ing us as delegates 
for the Ontario Federation of Labour. 

The Convention took place in Toronto 
on November 28th, 29th, 30th and De¬ 
cember 1st. During the convention there 
was a lot of discussion and debate on 
many documents and policy papers that 
have a direct effect on the rights of 
workers in the workplace and what we 
as a Union can do about them. Over the 
period of 4 days, I heard some of the 
most powerful and emotional speakers 
that we have in our Union today. There 
is just not enough room to mention them 
all. 

To start off the Conference, President 
of the OFL, Brother Gord Wilson, gave 
a very emotional and powerful speech 
that covered the purpose and function of 
the OFL. He also highlighted some of 
the major issues that the Convention 
was to cover in the course of 4 days. 
There were over 180 Policy Papers and 
Documents that were brought before the 
delegation, all which had to be dis¬ 
cussed and voted on, as accepted or re¬ 
jected, in order to give the OFL 
Executive the direction and support that 
it needs to be able to present these poli¬ 
cies to the multi-national corporations 


and the government in order to give the 
working class citizens of our great pro¬ 
vince a voice in their future in the work¬ 
place. 

I will just touch on a few of what I 
feel are the more important issues that 
we discussed at the Convention. 

The first Resolution that was brought 
forward was a policy paper to bring the 
delegates up to date on the rights of the 
past Federal election and to remind all 
the members about the 3 commitments 
that the Prime Minister of Canada made 
to all working people with regard to the 
Free Trade Deal. 

First, he promised the finest re-train¬ 
ing, re-location and re-employment pro¬ 
grams anywhere in the Industrial World. 

Second, he guaranteed that our Social 
Programmes and Regional De¬ 
velopment Programmes would neither 
be cut back, nor would their expansion 
be constrained. 

Third, he promised an increase in our 
Living Standards. 

It was stated at the OFL by Brother 
Gord Wilson, “that we, the working peo¬ 
ple, will hold the Prime Minister of Can¬ 
ada to his promises when he passes the 
Free Trade Deal.” 

There were also other Policy Papers 
and Documents discussed such as, Fair 
and Indexing of Pensions, Our Forests 
ad Our Environment, Equality in the 
Workplace and Health and Safety in the 
Workplace. Discussion and debates took 
place on the policy paper that covered 
the B.E.S.T. Program (Basic Education 
for Skills Training). BEST is a Trade 
Union Program that helps unemployed 
and unemployed Union members up¬ 
grade their skills in reading, writing, 
math and communication. 

There were just too many policies and 
documents to mention all of them, but 
one of the most emotional and contro¬ 
versial documents was the one on Injury 
in the Workplace. This document was 
discussed in length and there were many 
speakers on the subject. The speakers 
went to great lengths to explain the new 
piece of Legislation that the Govern¬ 


ment now had before it. It is called Bill 
162. This Bill is one of the most anti¬ 
labour bills that any government has 
ever brought forth before the House. In 
one of the last issues of the Oshaworker, 
Brother Dave Thompson went into great 
detail about this piece of Legislation and 
if you didn’t read it, I would advise you 
to read it, as it will have a devastating 
effect on every Ontario worker that has 
been, or will be injured in the work¬ 
place. If this Bill 162 is passed at 
Queen’s Park, it will save the multi-na¬ 
tional corporations and the Government 
of Ontario billions of dollars at the in¬ 
jured workers expense. 

While at the Convention, all the dele¬ 
gates organized a protest march against 
this Bill 162. The march started at the 
Convention Centre and we proceeded 
down Queen Street and up to 400 Unive¬ 
rsity Avenue, which is the Ministry of 
Labour Building. It was a great feeling 
to be part of this protest march. When 
we stopped three or four blocks of traffic 
in the downtown area, there were people 
blocked in traffic and instead of being 
upset, most of them honked their horns 
or waved, showing us signs of encour¬ 
agement and giving us the inspiration 
that we needed in order to cleaFly get 
our message about Bill 162 across to the 
Ontario Government, on behalf of all 
workers in Ontario. 

I would like to close by again thank¬ 
ing all of the Brothers and Sisters that 
voted and elected me a delegate for the 
Ontario Federation of Labour. I am sure 
that the experience and knowledge that 
I gained by attending the Conference 
will help me when representing “You” 
the membership on the Shop Floor. 

The Shop Committee in Zone 51 
which consists of John Graham —Truck 
Plant Chairperson; Frank Taylor — Dis¬ 
trict Committeeperson; Terry Goodridge 
— Committeeperson; Larry Heffeman, 
Alternate Committeeperson. Hope that 
everyone had a safe and happy holiday. 
With all the overtime it was great to have 
a break and spend some time with our 
family and friends. 



Outsourcing 


By JACK McFARLANE 
Body Shop Alternate 

The UAW-Nummi contract specific 
affirmative measures includes assigning 
previous sub contracted work to bar¬ 
gaining employees if capable before 
being laid off. As long as the AT¬ 
TEMPT IS MADE, the union agrees to 
outsourcing and outside contracting 
even within the confines of the plant. It 
seems that a measure of job protection 
has been achieved. In fact there are less 
jobs to attach seniority to and no senior¬ 
ity protection during Model Layoffs. 

An example is 1,000 people work in 
a Management by stress plant, 200 peo¬ 
ple work at a nearby plant that provides 
seat cushions. Market sales go down and 
the Company determines they can’t 
bring the work back in the plant so lay¬ 
offs occur among 1,000 workers. If 
those layoffs occurred in a Seniority 
Plant, layoff are spread among 1,200 and 
rights to recall are in place. The layoffs 
in the seat cushion plant will likely be 



more devastating. The outside plant has 
workers with less wages, and in many 
cases, no union. Those laid off may lose 
their job without recall protection. The 
effect is 200 jobs isolated from Union 
wages, parity, seniority and working 
conditions of the established plant. 

Unions that agree to this are accepting 
2 tiers of workers. The in-plant workers 
and the supplier workers. The jobs are 
eventually lost at the main plant by attri¬ 
tion. This policy makes it increasingly 
difficult to organize non-union supplier 
plants. The “see no evil unions” in some 
cases agree to outsource work if they be 
given Union recognition at the new 
location. As long as Union Dues come 
in, who cares? 

Outsourcing accounts for Just in Time 
savings has the burden of keeping in¬ 
ventory to supply on time. This keeps 
supplier plant profits and wages lower. 
Mazda for example, rents a warehouse 
site to suppliers on the plant premises. 
Thus inspection, material handling, re¬ 
pair and clerical work is being done on 
plant premises by non-Union workers. 
The work is removed from the bargain¬ 
ing unit and then moved near but not in 
the bargaining unit. 

Seat Cushion outsourcing to a close 
supplier is an indicator of Management 
by Stress implementation. As Just in 
Time procedures are improved to the 
point of direct to the line delivery, sub 
assembled parts disappear. As the union 
leadership becomes conditioned to the 
point of supporting Quality Network 
Outsourcing, all lines of bargaining unit 
distinctions are blurred to the point of 
removal. Job and manpower proceed to 
be eliminated only by Management by 
stress limits. 

THE UNION 

Management by stress seeks to strip 
all protections and cushions as its full 
implementation carries out only man¬ 
agement policies. Single miscalculation 


can hurt the system which is why pres¬ 
sure and stress are constantly added to 
workers. Unions can only survive if they 
stick together and refuse to compete 
against fellow Union members. The key 
to it is “COLLECTIVE ACTION” by 
workers and union leaders to be visible 
and vocal in support of each other. The 
system can easily handle individuals 
and small groups. It has difficulty hand¬ 
ling overall collective action and the key 
word is collective not just token support 
of all Union Leadership Levels. 

If an individual resists he is auto¬ 
matically an “abnormal trouble maker”. 
Collectively they can work at a normal 
work pace and refuse to run and perform 
what has been called “8 hours of aerobic 
exercise.” When everyone is having 
problems, the line stops and that is the 
only way elimination of jobs and speed¬ 
up stops. Collective action in many 
cases by the willingness of Union 
Leaders to collectively organize support 
to stop speedups. The further a Union 
Leader is removed from the floor and 
membership, the less likely he will 
understand what pressure management 
has put on people he represents. Shop 
Floor leadership see it and understand 
it but higher levels do not support them. 

Unions that fight the stressful jobs 
created by the Management by stress 
management and organize their mem¬ 
bers to challenge these do have a chance 
of survival. A subdued Union buys into 
“Credibility and Responsibility” with 
Management. They lose sight of their 
responsibility to their membership and 
the membership senses that the only sol¬ 
idarity their leader want is manage¬ 
ment’s. There is no room in a 
Management by stress system for a 
union that understands they are there to 
protect workers from the stresses of the 
system. A union that has full level sup¬ 
port and actively organizes their mem¬ 
bers to achieve the membership’s 
interests is becoming rarer every day. 


Retirees’ Activities 


By M. YOURKEVICH, 
Chairperson 

Retired Workers Chapter 
CAW Local 222 

November 18, 1988 Dance — Attend¬ 
ance Prize winners: 1) John Neuman; 2) 
Ken Cook; 3) Margarett Saunders. 

Port Elgin Fund Raiser — William 
Popawich Xmas Dance December 16, 
1988 — Vouchers donated by CAW 
Local 222 Winners: 1) Bill Miles; 2) 
Alex Hastie; 3) Mike Tureski; 4) Cleo 
Quellette; 5) Tom Goreski; 6) Ken Li- 
vinr; 7) Ed Terech; 8) John Finley; 9) 
Theodore Eeuwes; 10) A1 McKee; 11) 
Annabelle Cobb; 12) Donald MacDo¬ 
nald; 13) Ruby Watt; 14) Peter 
Schneider; 15) Bob Jennings; 16) Paul 
Shulga; 17) Doris Jeffries; 18) Frank 
Czepek; 19) Karl Pakosta; 20) Wilf Duf- 
field. 

Our annual anonymous Prize Donor 
— Male & Female Prizes — two (2) 
winners: 1) Maggie Rose; 2) John Pen- 
dergast. 

Port Elgin Fund Raiser Draw: 1) Jo- 
zina Bogarde; 2) Bob Harman. 

THANK YOU TO 

CAW Local 222 Executive and Mem¬ 
bership, CAW Auxiliary #27 for their 
year long help and support. Marg 
McDougall and her kitchen crew Phy- 
liss Munroe, Barb Smith, Phyliss Yur- 
kowski. Brother Charles Russell for the 


use of the coffee and tea posts and set¬ 
ting up the counter for the use of and 
picking up the trimmings. Our custodial 
staff — “Big Jim” Campbell, Ron 
Moran, Paul Duffield. Local 1136 Office 
Staff for their continuous co-operation 
and yearly goodwill. Carol, Dorothy- 
Anne, Judy, Liz, Marlene, Penny, Shir¬ 
ley. On the counter for the above two 
dances — Brother T. Hoar, Secretary 
Treasurer Local 222, Sister Donna 
Burke EMI, Brother Gene Bergeron 
Service Rep. Local 222, THANK YOU. 
Retirees Recreation Committee Chair¬ 
person M. Yourkevich, Donald MacDo¬ 
nald, M. Wood, A1 Cox, D. Crandell, 
Anna Pope, A. Lockhart. Silent Helpers 
— Bill Clark and John Redko. Xmas 
Bom — Brothers A. Cox and Walter 
Yurkowski. Hope you enjoyed the dance 
number. President J. McCloskey, 
Brother T. Hoar, Brother G. Bergeron, 
Sister Donna Burke, for helping with the 
draws and presentation, counter help, 
kitchen help and whatever. 

On behalf of the CAW Retired Work¬ 
ers Chapter Executive and Membership, 
we wish one and all a Happy and Heal¬ 
thy New Year. 

P.S. Prize donations for our last two 
dances — Molson Ont. Breweries, Carl 
Vajda sales Representative, Sister Anna 
Pope — Selling tickets on Port Elgin 
Fund Drive. 

If we have missed anyone, we will 
make the next issue. 


Scientific Speedup 


By BILL SUTTON 
Body Shop Alternate 

Scientific speedup is a result of con¬ 
stant time and motion studies. The turn 
of the century champion was Frederick 
Taylor. Management has always sought 
to determine the 
smallest work ele¬ 
ments and the fas¬ 
test methods. 
Unions have 
found that to have 
decent working 
conditions re¬ 
quired limits on 
Taylorism Scien¬ 
tific Management. 

Most industrial 
relations literature 
portrays team production and it’s man¬ 
agement by stress as humanistic. The 
actual tendency is the exact opposite, 
every move a worker makes is deter¬ 
mined in far greater detail to make con¬ 
trol tighter.^ Management still determine 
the processes, basic production layout 
and technologies. Jobs are originally de¬ 
signed by Teams of Engineers, Supervi¬ 
sors and Team Leaders. Jobs are charted 
and studied by time and motion. 

As production increases, bugs are 
worked out. Any one taking one of these 
jobs is expected to follow the detailed 
procedures designed to eliminate any 
spare time. Operator Certification spe¬ 
cifies each motion you may use. Each 
operator is told how many steps he can 
take and how to keep his left hand busy 
while his right hand picks up a wrench. 

Jobs must be done precisely the same 
way by every worker. The worker may 
only change the procedure when au¬ 
thorized by a supervisor. This may be 
logical from an engineering point of 
view, but it makes it very difficult on 
human beings. That however is the logic 
of the control procedures, to create 
stress. 

No matter how well you learn your 


job, there is no such thing as main¬ 
taining a comfortable workplace. There 
is always room for Kaizen or continuous 
improvement and speedup. Team Meet¬ 
ing, Quality Gircles, Suggestion Plans 
and Quality Networks are used to im¬ 
prove your speed and stress. The only 
real influence themselves that workers 
have is that they are organized in teams 
to time study themselves. The scientific 
experimentation is how fast can you run 
and how much more can you do. Work¬ 
site exercises of Quality Networks are 
designed to get workers to compete 
against each other to eliminate their 
workmates job. 

For example. Five workers take a mi¬ 
nute each to do their job. Another 
worker works 45 seconds and has 15 
seconds waiting time. Eliminating the 
45 second man is the step. Then you 
have also gained the 15 seconds waiting 
time. Eventually they will slow down 
and have 15 seconds spare time in the 
speedup drive. You then go back to step 
one to see if you can reallocate to elimi¬ 
nate one more. Changes in a job can 
never result in more breathing space for 
team members. Improvements become 
the impetus to speed up even more thus 
creating even more stress. 

Management by stress systems usu¬ 
ally try and hide behind Quality Circles, 
Quality Councils and Quality Networks. 
After all, who could be against Quality. 
Unfortunately Unions are “buying into” 
these programs without doing their 
homework. Elimination of jobs and 
manpower is the first goal. The second 
goal is to condition everyone that “con¬ 
tinuous improvement” is the goal. The 
continuous improvement is directed at 
stress and competing to eliminate jobs, 
not Quality. Once they are conditioned 
to see eliminating jobs as desirable they 
are Continuously Improved and ready 
for “The Race”. The Race is the speedup 
and their continuous improvement con¬ 
ditioning forces them to repeat the cycle 
over and over. 



PROBLEMS? 

Alcohol and/or Drugs 
CAW-GM Substance Abuse Program 

For Help, Information, Etc. 

Confidential CAW Reps 
Bill Malnick: 728-3355/ln-Plant: 644-7488 
North Plant Medical Centre: 644-5146 
Howie Kellock: 655-3906/ln-Plant: 725-1759 or 644-3724 
Doug Cameron: 725-1668/ln-Plant: 644-3724 
South Plant Medical Centre: 644-6093 
Matt Ryan: 433-7679/ln-Plant: 644-5967 
Truck Plant Medical Centre: 644-7080 
All Can Be Reached at Union Hall: 723-1187 
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Time Study With 
AWngeance 


By DOUG McGARVEY 
Body Shop Alternate 

In evaluating Team Concepts and 
Management By stress programs, one 
can be misled by fluff and not the actual 
substance. Management may address 
workers as re¬ 
spected partner or 
as sub-humans. 
Workers may get 
to park or eat 
alongside Super¬ 
visors or they may 
not. Team meet¬ 
ings may be stim¬ 
ulating sessions, 
or organized cof¬ 
fee breaks or a 
transmission belt 
for Management propaganda. All of 
these can affect how workers feel about 
their jobs and themselves. 

Team Concepts must be judged not 
on meetings but on the effects of what 
happens 8 hours a day on the floor. Pro¬ 
duction workers are placed by machines 
or conveyance lines. Automation deter¬ 
mines the pace of machines and opera¬ 
tors. 

Management Time Study experts ana¬ 
lyze each job and proscribe exact 
methods for the operator to follow. Man¬ 
agement are constantly looking to re¬ 
duce motions or physical arrangement 
such as machinery or stock. This results 
in the operator doing more jobs or the 
same number at a faster pace. The TIME 
STUDY approach IS generally associ¬ 
ated with Frederick Taylor or SCIENTI¬ 
FIC MANAGEMENT. Time Study 
combined with mass production and 
machine pacing is “FORDISM.” 


The biggest misconception about 
team concept is that it represents an 
alternative to telling workers every 
move to make. The media image is one 
where management relinquishes control 
to workers to plan their own jobs. This 
is supposedly done individually or with 
Teams. 

We are told that elimination of clas¬ 
sification and job rotation will result in 
work being organized around workers 
brains. GM advertises that workers can 
now utilize “creative and managerial 
skills” in their new labour craft. Most 
of these misconceptions arise from man¬ 
agement propaganda and theories as op¬ 
posed to reality. 

Team Concept plants show the SCI¬ 
ENTIFIC MANAGEMENT AND 
FORDISM ARE ACTUALLY IN¬ 
CREASED AND ARE INTENSIFIED. 
The specific methods of management by 
stress are not new. What is new, is 
Unions cooperating with management 
old methods. The labour movements 
long history of fighting Scientific Man¬ 
agement and Fordism seem to have been 
forgotten. 

Standardized work means job func¬ 
tions are broken down into “transferable 
work components”. A component is 
defined as the smallest practical combi¬ 
nations that can be transferred from one 
worker to another. For each worker, 3 or 
4 TRANSFERABLE WORK COMPO¬ 
NENTS make up the total job. 

LINE BALANCING 

Management wants every motion and 
operation easy to rearrange job assign¬ 
ments or rebalance lines. If the line 
speed is cut, eliminating an operator and 
shifting work is easier. 

The philosophy of Management by 


stress plants is very explicit. The GOAL 
is not to ensure work is evenly distri¬ 
buted among all workers. Rather it is to 
organize work so that as many operators 
as possible are working every second. 
If an operator is left with little to do, 
especially during a slow model start-up 
that is ok temporarily. His obvious idle 
time will serve as motivation to elimi¬ 
nate the job. The ability to shift work 
around is a multi functional workforce. 

Management by Stress Plants empha¬ 
size plant layout and just in time deliv¬ 
ery. The design of the system and job 
are still not done by the operator. Group 
leaders and operators may discuss and 
develop standardized work but manage¬ 
ment still decide. 

Once the system is operating, workers 
are encouraged to use their management 
perspective training to make sugges¬ 
tions to improve THE SYSTEM. Previ¬ 
ously Industrial Engineering continued 
to study time and methods to reduce 
jobs and workers. Management by 
Stress shifts this responsibility to Super¬ 
visor Group leaders and Teams. 

Involving workers in self time study 
generates valuable suggestions to the 
Company. At the beginning workers get 
the illusion that they have a say in their 
jobs. A worker is not encouraged to 
practice, only to share his knowledge. 
Work charts are posted so supervisors 
can check the actual work against the 
standardized work. The supervisor is 
only policing the exact method. The re¬ 
sult is maximum control of the process 
and workers. The ultimate in Time Study 
with a Vengeance is AGV computer time 
monitoring that continually time studies 
a worker. 



The Background 


By JIM GRANT 
Body Shop Committeeman 


Team Concept programs were spurred 
by the BO’s recession. Companies 
went after Con¬ 
cession and Qual¬ 
ity of Work life 
Programs —Team 
Concept with a 
vengeance. GM, 
Chrysler and Ford 
invested heavily 
in Foreign owner¬ 
ship and their 
management 
styles. GM owns 
40% of Isuzu and 
50% of Daewoo Motors. The North 
American Auto Industries competition is 
themselves. 

TWO ROADS TO 
TEAM CONCEPT 

Team Conception was seen as a con¬ 
tinuation and higher stage of concession 
and QWL programs. The same Corpor¬ 
ate managers oversaw both programs 
and typically used consultants with no¬ 




minal Union involvement in the original 
design of the programs. The second was 
the importation Japanese practices such 
as the GM — Toyota Joint Venture — 
(Nummi). The two roads are verging 
more and more. 

THE QWL ROAD 

Many QWL practicers see Teams as 
an evolution of Quality Circles seen in 
the 30’s, 40’s and 50’s. A proper Corpor¬ 
ate directed training program would give 
employee more responsibilities allow¬ 
ing the Supervisor to become a good 
guy “advisor”. As teams became more 
autonomous they could evolve into 
“Business Teams” said the head of GM 
Organizational Research and De¬ 
velopment Director. Supervisors could 
be reduced and new responsibilities 
added to teams and Supervisors. Soci- 
otechnical systems became manage¬ 
ment buzz words and in the U.S. and 
Canada these were Management’s pro¬ 
jects or Business Plans. 

Prior to the 80’s QWL at GM was 
taken lightly. GM did hope QWL pro¬ 
grams would keep Unions out of their 
Southern plants. Whole plants were used 
by GM Human Resource Technocrats 
for reorganization experiments. The re¬ 
cession of the 79 to 82 put the United 
Autoworkers on the defensive. Manage¬ 
ment found Quality of Work Life pro¬ 
grams an effective means of 
undermining the Union. Early QWL 
programs used Teams. They evolved into 
the Employee Improvement groups to 
Natural Work Groups. 

Certain themes continue to emerge. 
New programs are advertised as being 
advantageous to everyone. Most plants 
have heavily financed training that are 
used to win workers allegiance to Team 
Concept. Ample provisions are made for 
various levels of union officials to “buy 
into the process” or to become “stake¬ 
holders” but not necessarily sharehol¬ 
ders. New structures create highly 
desired new jobs to administer or “faci¬ 
litate” team concept. These positions 
usually become heavily involved in 


Company and Union politics. Union 
officers are encouraged to oversee team 
concept operations, many times requir¬ 
ing “off-sites” and conferences at resort 
locations. There are plenty of perks for 
those who buy in. Last of all, the line 
between the collective bargaining agree¬ 
ment and joint activities is maintained 
on paper but become blurred to the point 
the agreement means nothing. 

THE JAPANESE ROAD 

In the early 80’s Japanese companies 
began to open North American facilities. 
Team organization and practices were 
adopted. Employees became known as 
associates or technicians. Parking Lots 
and cafeterias were shared. 

MANAGEMENT RESIST TEAMS 

Initial Japanese efforts had carefully 
selected workforces who received ex¬ 
tensive training in Japan. There was no 
Union requiring any negotiation or any 
compromise. Quality of Work Life pro¬ 
ponents were willing to use Teams to co¬ 
opt the Union, they were unsure of using 
it to re-organize plants. 

NORTH AMERICAN SOLUTION 

Problems with the multi-racial North 
American workforce had to be dealt 
with differently than the homogeneous 
Japanese culture. Technology was seen 
as a solution to organize, discipline and 
replace workers. GM hoped their tech¬ 
nology leap would establish their vision. 
GM’s highly technical Saturn, Orion 
and Poletown plants has numerous prob¬ 
lems. The Nummi plant became GM’s 
focus instead. In 1987, the GM-UAW 
Bargaining Teams took a two week 
study tour of Japanese Auto Industry. 
Country of origin is unimportant. It is 
management methods used by em¬ 
ployers of all nationalities that are 
squeezing Unions and workers. It actu¬ 
ally results in Management by Stress. 
Physical, Social and Psychological 
stress factors are used to boost produc¬ 
tion. A systematic speed up, Just in Time 
Delivery, Controlled Job Descriptions 
allow for very little breathing room. 


Illllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllll 

Local 222 Hockey Tournament 
For the Labatts Awards 
Oshawa Civic Auditorium 

January 28th and January 29th, 1989 
Preliminaries (January 28th) 


Series 

Time 

Teams 

A 

8:00 a.m.-9:00a.m. 

Local 1090 (Ajax) 
vs Local 707 (Oakville) 

B 

9:10a.m.-10:10a.m. 

Local 303 (Scarborough Van) 
vs Local 222 (# 1 Team) 

C 

10:20 a.m.-11:20 a.m. 

Local 1967 (Aircraft) 
vs Local 222 (#2 Team) 

D 

11:30a.m.-12:30p.m. 

Local 199 (St. Catharines) 
vs Local 112 (Toronto) 


SEMI-FINALS 

E 

12:40p.m.-1:40p.m. 

(A) Winner vs (B) Winner 

F 

1:50p.m.-2:50p.m. 

(A) Loser vs (B) Loser 

G 

3:00p.m.-4:00p.m. 

(C) Winner vs (D) Winner 

H 

4:10p.m.-5:10p.m. 

(C) Loser vs (D) Loser 


FINALS (JANUARY 29TH) 


9:00 a.m.-l 1:00 a.m. 

“B” Championship 


11:10 a.m.-1:00 p.m. 

“A” Championship 


Last two (2) Minutes of each Saturday Game will be Stop Time. 

Last Ten (10) Minutes of each Sunday Game will be Stop Time. 

Bar opens 11:00 a.m. Saturday. FREE ADMISSION. 

Doug Crough (Chairman), Bob Phinney ( Vice-Chairman ), Tina Moore (Secretary), 
Walt Tarasewicz, Doug Courneyea, Ron Bartodziej, Terry Smith, 

A1 Loyst, Jimi Smyth, Bruce Adams (Executive Liaison) 

lllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllll 


Just In Time 


By RON “GIBBY” GIBSON, 
Body Shop Committeeman 

Just in Time (JIT) is a demand pull 
approach. An operation doesn’t produce 
until it’s product is called for by the next 
operation. A material handler doesn’t re¬ 
place stock until 
the operator sign¬ 
als he needs it. A 
department 
doesn’t produce 
until the next de¬ 
partment needs it. 
Just in time re¬ 
quires drastic cuts 
in inventories. 

Interest costs 
on capital value 
tied up in in¬ 
ventory is one obvious cost savings. 
Savings are even higher when delivery 
evolves into a direct to the assembly line 
system rather than to a receiving dock. 
Quality Control and systematic control 
of Material handlers is much easier to 
control. These are powerful reasons for 
adopting JIT. 

Traditionally inventories were main¬ 
tained to cushion problems from one 
area to the next. It allowed a problem to 
be fixed before it affected the next area. 

In an assembly operation under JIT if 
a station in the middle stops, those down 
from it stop because they have no sup¬ 
ply. Less way to motivate workers. 
Stress, rather than management direc¬ 
tives becomes the mechanism for coor¬ 
dinating direction of the entire system. 
For management purposes then, the 
stress system requires self-regularity 
teams. 

Top management then have to make 
fewer decisions. The stress heaped on 
lower levels of managements will cause 
them to react automatically as condi¬ 
tioning occurs. Only the Assembly Line 
needs to be notified of sequence 
changes, stress causes the rest of the be¬ 
haviour modification required. 

This only works if the material han¬ 
dler, supplier department and supplier 
company are committed to deliver “just 
in time” despite any and all obstacles. 
To maintain this, penalties for failure are 
obstacle. The supplier company penal¬ 
ties are financial. Individual worker pen¬ 
alties include pressure from 
Management and Teams, reduced perks, 
undesirable new assignments and disci¬ 
pline. That is why personal individual 
stress is obvious in the fact that those 
up from it have no place to go. Stacking 
parts or stockpiling of sub-assembly in 
parts produced in the plant are eventu¬ 
ally considered a violation of JIT. 

The negative features of JIT become 



a positive desire under the management 
by stress principles. When a single point 
has a quality or production problem, the 
stress system locates it. Management 
focus is always pointed at weak spots or 
operators. 

It used to be that U.R. Repair and 
Inspection helped take the stress off the 
operator. The characteristic response in 
management by stress is to be forced to 
solve the problem and catch up. No ex¬ 
ternal assistance is allowed until man¬ 
agement is satisfied that the Team Effort 
and resources have been maximized. 
Resources are trimmed and work added 
to jobs until the line stoppage rate is 
reached and then shifted to no problem 
areas. 

The system assumes that constant 
pressure is the most effective systematic 
requirement. Just doing your own job 
doesn’t produce the necessary stress. 
Everyone must consider themselves re¬ 
sponsible for applying stress and pres¬ 
sure. 

When breakdowns occur in the JIT 
Plant, tremendous pressure is placed on 
maintenance to make quick repairs reg¬ 
ardless of safety procedures. Tool and 
die changes increase, so maximum 
stress is placed on quick die changes in 
stamping plants. 

The JIT when used in a management 
by stress system requires more outsourc¬ 
ing, less inspection and more production 
workers doing previous skilled trades 
work. Work teams eventually become 
responsible for housekeeping, minor 
maintenance and fewer absentee re¬ 
placements. Sub-contracting occurs 
once the system is totally in place. Prior 
to full implementation. Trades hiring 
goes up but stress will eventually dis¬ 
pose of the excess capacity. 
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Life Insurance and You 


By RON GAY 

Health Care and Insurance Rep 

I have had a good number of people stop me about the 
jump in the cost for their optional life insurance. You will 
find that the cost of life insurance for your spouse and 
children increases greatly after the age of 44 years, so does 
the employee’s life insurance that he 
or she has on themselves. I have been 
asked many times if I think that people 
should cancel their insurance due to 
the increase in premiums. My personal 
option is that life insurance is protec¬ 
tion for one’s spouse and children in 
case of a mishap to the bread winner. 
There is no doubt that this is cheap 
insurance particularly in your early 
years when one gets older one must 
weigh one’s assets against one’s insur¬ 
ance policy, plus the monthly cost of 

Employee Optional Insurance Table for Themselves 

Contributions 

The employee shall contribute the fullest cost of the Optional 
Group Life Insurance and contributions shall be payable 
monthly in advance. The required monthly contribution for 
each $1,000 of Optional Group Life insurance is as set forth 
in the following table, which is subject to change. 

On and After January 1, 1988 
Employee’s Age Monthly Contribution 

Less than 30 $ °- 05 

30-34 0.05 

35-39 0.09 

40-44 0.16 

45-49 0.33 

50-54 0.60 

55-59 0.85 

60-64 1.10 

65-69 1.95 

When the employee attains a birthday which places him in a 
higher age bracket, the monthly contribution will change on 
the first day of the calendar month next following the month 
in which such birthday occurs. 

Dependent Optional Insurances — Spouse and 
Children 

The amount of Dependent Group Life Insurance applicable to 
each Dependent is as follows: 

AMOUNT OF INSURANCE 

Dependent Schedule Schedule Schedule Schedule 

I II III IV 

Spouse $5,000 $10,000 $15,000 $20,000 

Child $2,000 $ 4,000 $ 4,500 $ 5,000 

An employee may elect the amounts of insurance determined 
in accordance with Schedule I, Schedule II, Schedule III or 
Schedule IV, depending on his eligibility as set forth in subsec¬ 
tion (a) herein, 
e) Contributions 

The employee shall contribute the full cost of Dependent 


Group Life Insurance and contributions shall be payable 
monthly in advance. The required monthly contribution, reg¬ 
ardless of the number of Dependents on whose account the 
employee is insured, is as set forth in the following tables, 
which are subject to change. 


Monthly Contribution 


Employees 

Schedule 

Schedule 

Schedule 

Schedule 

Age 

1 

II 

III 

IV 

Under 30 

$ 0.35 

$ 0.70 

$ 0.95 

$ 1.20 

30-34 

0.45 

0.90 

1.22 

1.55 

35-39 

0.55 

1.10 

1.50 

1.90 

40-44 

0.90 

1.80 

2.50 

3.20 

45-49 

1.50 

3.00 

4.33 

5.65 

50-54 

2.50 

5.00 

7.40 

9.80 

55-59 

3.75 

7.50 

11.25 

15.00 

60-74 

5.75 

11.50 

17.25 

23.00 

65-69 

8.75 

17.50 

26.25 

35.00 


When the employee attains a birthday which places him in a 
higher age bracket, the monthly contribution will change on 
the first day of the calendar month next following the month 
in which such birthday occurs. 

Life Insurance Paid by GM Calculated by Your Base Rate 


Base 

Life 

Hourly 

Rate 

Insurance 

Under 

10.44 

23,500 

10.45 - 

10.79 

24,500 

10.80 - 

11.14 

25,500 

11.15 - 

11.49 

26,000 

11.50 - 

11.84 

27,000 

11.85 - 

12.19 

27,500 

12.20 - 

12.54 

28,500 

12.55 - 

12.89 

29,500 

12.90 - 

13.24 

30,000 

13.25 - 

13.59 

31,000 

13.60 - 

13.94 

32,000 

13.95 - 

14.29 

32,500 

14.30 - 

14.64 

33,500 

14.65 - 

14.99 

34,000 

15.00- 

15.34 

35,000 

15.35 - 

15.69 

36,000 

15.70 - 

16.04 

36,500 

16.05 - 

16.39 

37,500 

16.40 - 

16.74 

38,000 

16.75 - 

17.09 

39,000 

17.10 - 

17.44 

39,500 

17.45 - 

17.79 

40,500 

17.80 - 

18.14 

41,500 

18.15 - 

18.49 

42,000 

18.50 - 

18.84 

43,000 

18.85 - 

19.19 

43,500 

19.20 - 

19.54 

44,500 

19.55 & 

Over 

45,500 


It is always good to know what you have for life insur¬ 
ance. Quite a few people have had optional insurance for 
years, but do not know how much they have. If you are one 
of these, you can phone 644-7148 or put a call in for your 
Health Care and S & A Representatives. 

If I can help you, my home phone number is 728-9633. 

Take care until the next issue. 



optional insurance. 



ZONE 46 

By BILL HART and RON McLACHLAN 



QUALITY CIRCLES 

This article explains what has hap¬ 
pened with Quality Circles at the diesel 
truck plant in London Ont. The follow¬ 
ing information was gathered from an 
article written by James Rinehart who 
is at Western University in London. 

SHAPING WORKERS 
CONSCIOUSNESS 
According to the management in¬ 
formant at GM Diesel in London, parti¬ 
cipation was adopted with the intent of 
getting the workers to compete against 
one another. The content of the training 
faithfully reflected this. A 200 page 
manual was in use. Recognizing, ana 
lyzing and solving production problems 
was the main theme. Brainstorming, 
cooperation of members and consensus 
decision making were stressed. The 
manual provided instructions on cost 
benefit analysis, graphs and Pareto dia¬ 
grams. 

The objective of these lessons is to 
induce workers to assume a managerial 
perspective. In the manual there are not 
examples dealing with the workers 
problems such as, health and safety, 
cumbersome work techniques, heavy 
workloads on jobs or offensive foremen. 
Employees are only encouraged to use 
management criteria to all resolutions, 
the solution is less important than the 
manuals attempt to persuade the worker 
to view their shop mates performance 
as their responsibility, not manage¬ 
ments. The attempt to infuse the workers 


consciousness with management norms 
is very apparent in the manuals criteria 
for identifying and solving problems. 
The only criteria even remotely related 
to working conditions was “satisfac¬ 
tion” generated by the vague increase of 
“Quality of Work Life”. 

Another means of shaping the work¬ 
ers consciousness is the presentation of 
management norms as being a neutral 
mode of judgement. Workers are taught 
not only to think of costs as neutral or 
objective categories, they are expected 
to define as perfectly natural retraining 
costs of operators and reduced man 
hours as a benefit they have gained. 

EMPLOYEE PARTICIPATION 
GROUP 

Efficiency, cost reduction and profits 
are considered non contractual items 
open to E.RG.s. It is precisely these is¬ 
sues however that have led to speed ups, 
layoffs and other contentious issues. Im¬ 
plicit in the training process and struc¬ 
ture of E.RG.s. is an attempt to portray 
the Union as only being relevant at con¬ 
tract time. The Union becomes less and 
less concerned about workers daily con¬ 
cerns and struggles. 

The potential value to the Corpora¬ 
tion lies not just in the immediate shop 
floor economic return, workers begin to 
believe it is their responsibility and bur¬ 
den to share managements efficiency de¬ 
cisions. The broader solidarity and 
cohesion of workers in general is re¬ 


duced to small groups who compete 
against one another. In time their enter¬ 
prise consciousness causes them to for¬ 
get that the workers that they are 
competing against are in the same 
Union! 

WORKERS VIEW PARTICIPATION 

Workers believed that they would see 
more employment security. Expecta¬ 
tions were high. In spite of the training, 
E.P.G.s mainly tackled problems that 
benefitted the company only! Most par¬ 
ticipants pointed out that concerns were 
restricted to material waste, job per¬ 
formance and product quality. A count 
of E.RG.s suggestions reported that 
ideas to benefit workers and not com¬ 
pany oriented ones were tallied at 2 to 1. 

Some groups opted to rotated senior¬ 
ity jobs at the consensus of the groups 
discretion. Suggestions that saved the 
Company money, were readily proc¬ 
essed; those that were practical but cost 
money were not processed. Rejections 
and slow decision making caused peo¬ 
ple to drop out of the groups because of 
“managements lack of commitment to 
the workers problems”. One worker said 
“it seemed to me that all we were look¬ 
ing for was to work harder or eliminate 
ourselves by cutting manpower”. All 
this, plus the rejection of suggestions 
progressively disenchanted the mem¬ 
bers of this E.P.G. and they quit en mass! 
The worker further stated “management 
found an out for arbitrarily assigning us 
Continued on page 9 


Zone 62 Report 


By RON CARLYLE 
GM Unit Tyler and 
Alternate Committeeperson 

I trust everyone had a good and safe 
holiday over Christmas and New Year’s. 
I myself was extremely busy this past 
fall. I have changed my address, but my 
phone number 
will stay the same. 
Anyone wanting 
any information 
or questions feel 
free to call me 
anytime. I was 
away on the PEL 
program at Port 
Elgin, Ont. for 
four weeks, plus 
one week in 
Toronto at the On¬ 
tario Federation of Labour Conference. 

I sure bet all salary rate employees at 
GM were joyful this Christmas as usual 
for they had their holiday pay given to 
them on time; it’s too bad this wasn’t 
granted to all the production personnel, 
getting your holiday pay two weeks 
after does not make for a fully relaxing 
vacation. (But it’s the old saying all 
these people do is build the cars.) 

As of writing this article the low se¬ 
niority date in “A” Hardware to stay is 


Oct. 7, 1985. There is talk that more 
people will be needed as the four-door 
Chevy will be introduced. 

Remember, anyone that goes on sick 
and accident, there is no longer an office 
in Oshawa, you must phone “Toll Free” 
1-800-267-9636 to receive your forms. 

WARNING 

Elections for the Shop Committee 
(District Committeeperson and Shop 
Chairperson) will be held in March, so 
the usual propaganda will arise in pam¬ 
phlets daily. Have an open mind in your 
selection by asking, is your candidate 
doing his or her job to your satisfaction 
or not. Also how visible your candidate 
is. By these means I’m sure the people 
we elect will make for a strong voice 
that will represent the membership to 
the fullest. 

In closing a sad note on the passing 
away of Brother Ray Crawford, although 
Ray transferred to a new department 
several months ago he sure touched a 
lot of employees in our Zone over the 
years. All our deepest sympathy to his 
wife Jean and family from us, the mem¬ 
bers of Zone 62. 

In my next article a detailed report on 
the Quality Network training crap the 
Company seems so high for us to swal¬ 
low: 



Plant Chairperson 
& 2nd Vice-President 
Report 


By JACK WHALEN 

First of all, I would like to welcome 
everyone back from their holidays and 
hopefully everyone had a good Christ¬ 
mas and New Year. The year 1989 looks 
very good at pres¬ 
ent for Oshawa as 
our Trucks are 
selling very good 
and on January 
10th, 1989 our 
new Chevy, 
“Alumina”, was 
christened. We are 
keeping our 
fingers crossed 
and are anticipat¬ 
ing a good seller. 

I wish at this time to thank all of our 
Car Plant membership for the co-opera¬ 
tion you have given us over the last few 
months. You had two weeks on and two 
weeks off for a period of time saving 
2,500 to 3,000 employees an indefinite 
lay-off. Right after this you went into a 
model-change for almost six months 
and I have to thank the Union represen¬ 
tatives in the Car Assembly departments 
for working out this agreement with my¬ 
self and the rest of the Committee. 
Things went fairly smooth. We thank 
you for your support. 

GRIEVANCES 

Our National Representative is in the 
process of setting dates for 4th Steps and 
for prior “shake out” meetings in our 
different districts. Your Master Commit¬ 
tee will be meeting in Scarborough on 
the 10th and 11th of January to discuss 
quality and efficiency as per Doc. #23 
and Appendix “H” of the Master This 
meeting will give both parties the inter¬ 
pretation across the “chain”, which 
should clear up this matter, once and for 
the remainder of our contract. 


UNIONISM 

Where are we going? The only way I 
can answer this question is as follows. 
When a person is elected to an alternate- 
committeeperson position, he/she works 
on behalf of the membership that elected 
them. By doing this your collective 
agreements are read and studied. This 
procedure works right up to and includ¬ 
ing your Plant Chairperson as you come 
through the ranks and earn your stripes. 
Your membership will tell you when you 
are a good alternate, committeeperson 
or district. They are in contact with you 
more than your benefit “reps” and Area 
Chairperson or Chairperson. 

We, your elected representatives, 
have to stay in touch with the mem¬ 
bership and not forget we are workers 
just like you. If everyone stops and 
thinks, a lot of the criticism wrote about 
and talked about of elected representa¬ 
tives would be exactly what it is and 
that is politics. It saddens me to see 
Union leaders attacked in articles or 
leaflets when someone is just starting in 
the Union and lacks a whole lot of expe¬ 
rience. 

There are a lot of good Union leaders 
in the CAW as well as the UAW and 
some are remembered or known to be 
real tigers. I would not like to see a lot 
of “paper tigers” emerge and misinterp¬ 
ret the true meaning of Leadership. In 
other words the Union or Unionism will 
all depend on the rank-and-file from the 
bottom up to the top. If our priorities 
are with the membership, I feel good 
about where our Union is going. 

Let’s hope for a good year in the Auto 
Industry. I will update in next issue on 
our laid-off membership, as at time of 
writing, it looks like we may have a lot 
of the 130 on indefinite lay-off back to 
work as requisitions are starting to go 
in for the Car Plant. 




"T/hio" 
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AUTO WORKERS (OSHAWA) CREDIT UNION LTD. 
Established April 2, 1938 


Your Credit Union News 
Published by the 
Auto Workers (Oshawa) 
Credit Union Limited. 
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THE 

AUTO WORKERS (OSHAWA) 
CREDIT UNION LIMITED 

ANNUAL MEETING 

Will Be Held 

1 P.M., SATURDAY 
JANUARY 21, 1989 


McLaughlin Collegiate & Vocational Institute 
Stevenson Road North, Oshawa, Ontario. 


The By-Laws provide that at this Meeting 

YOU WILL: 


Elect Directors and Committees; 

Consider proposed Amendments to By-Laws; 

Receive Board and Committee Reports, Audited Financial Statements. 


DON NICHOLLS, Executive Secretary 


AUTOWORKERS (OSHAWA) CREDIT UNION LIMITED 


EDITORIAL SUPERVISION 

By The Marketing and 
Training Committee 

Bob Cannons, Chairman, 
John Kovacs, Joe Worona, 

Bill Rutherford 

Don Nicholls, Editor 

Established April 2,1938 

322 King St. West, Oshawa, Ontario 

Telephone 728*5187 

MONDAY THURSDAY 10 A.M. 5 P.M. / FRIDAY 10 A.M.-6 P.M. (Cash Dept only) 

SAFETY DEPOSIT BOXES 

ARE AVAILABLE IN 

VARIOUS SIZES 

Line-offered it — Term Certificates 

Savings Account — Deposit Account — No Charge Chequing 


Collateral Loans • Personal Chequing • Personal Loans • Family Memberships • Trust Accounts • Joint Accounts • Life Savings Insurance 
U.S. and Canadian Money Orders • Travellers Cheques • Loan Protection Insurance • Payroll Deductions • Credit Disability Insurance 
Payroll Deduction, One, Two, Three-Four-Five-Year and Variable Rate RRSP • Utility Bill Payments • Daily Interest Account • 4 Auto cash locations 

Free Services for Pensioners • Monthly Income Certificates 
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SWAP 

NEXT ISSUE: FEBRUARY 2, 1989 

DEADLINE FOR NEWS AND ADS: JANUARY 20, 1989 AT 4:00 P.M. 


FOR SALE 


VIKING WHITE side-by-side fridge/ 
freezer, $375. Gold 30” McClary Deluxe 
range, $225. Both in excellent working 
condition. Will sell separately. Call: 579- 
1402 after 4 p.m. 

FAEMA CIO electric Cappuccino and Ex- 
presso coffee maker. Brand new, still sea¬ 
led in carton. Retails for $400. Sell for 
$300 or best offer. Call: 725-0006 

2 HARLEY DAVIDSON saddle bags, 
windshield, signal lights, dash, speedo¬ 
meter tail light, plate bracket, complete 
headlight, breather cover, rear pegs. Call: 
728-9900 

1987 PONTIAC SUNBIRD, 4-door, 
loaded, 29,000 km. Asking $8700. Bass 
guitar Tokai, very good condition. Asking 
$140. Call: 723-1956 

HEAVY-DUTY FRAMED utility trailer, 4’ x 
8’ in size. $250 or best offer. Call: 723- 
5437 

SUPER DEAL. Four 12-inch aluminum 
mag wheels and all-season radial tires. 
Used 2 months. Costs $360. Sell for $175. 
Call: 416-623-7788 

BEDSPREAD AND SHAMS. Double size, 
in browns. Bedspread, blues and white 
with shams. Brown swag lamp with 
prisms. Call: 723-6030 after 4 p.m. 

PANASONIC POWER brush upright va- 
cuum. Bathtub closure doors, sink and 
toilet, white. All good condition. Reasona¬ 
ble prices. Call: 576-8427 

BUNK BEDS, 2 couches, one brown, one 
red. Van roof racks. All good condition. 
Reasonable prices. Call: 576-8427 

CHROME TABLE, 4 chairs, wringer wa¬ 
sher, pull-out couch. 30” white stove. 
Large bank of kitchen cupboards. 6’ bath¬ 
room vanity, sink, toilet. Call: 728-0430 

SNOW CRUISER snowmobile. $125 or 
make offer. Call: 263-2089 

’81 FORD LTD Crown Victoria. Good con¬ 
dition. $2800 or best offer. Certified. Call: 
723-9488 

ELECTRIC CLOTHES dryer. $165. Call: 
723-6841 

FRIDGE, STOVE, washer and dryer. 
Good condition. Call: 571-0440 

11’ x 15' CHOCOLATE BROWN carpet, 
$25. Call: 571-1097 

’81 BUICK CENTURY, PS, PB, 8-cylinder, 
best offer, certified. Pair of snow tires. 195 
x 14. $50. Call: 436-9801 

2TABLE LAMPS. 1 pole lamp. $125. Call: 
728-1826 

SELF-CLEANING AVOCADO green 
General Electric stove, very good condi¬ 
tion, $350. X-Country ski package for 
child. Size 11 ski boots, excellent condi¬ 
tion. $30. Call: 576-1955 

CEDAR FENCE posts. 50 cents a post. 
Large quantities preferred. Cut your own. 
East Oshawa. Call: 723-0393 

3 SPEAKERS, 1 BASS, 2 treble, $75. 
Sewing machine, $75. Convection oven, 
$75. Call: 434-6537 

’78 DODGE OMNI, good running condi¬ 
tion. $500. Good running Chevy V-6 229 
Cl engine. Call: 434-5543 

COMPLETE SET of machinist’s tools. 
Both metric and linear. Call: 579-3756 

1986 BUICK SKYHAWK, low mileage, 
41,000 km., lady driven, excellent condi¬ 
tion. Call: 666-2152 

’82 CHEVETTE, A-1. Assorted GM auto- 
matictrans. Camaro leaf springs. New car 
battery. Assorted rims, cargo coil springs, 
gas tanks. Call: 725-7249 

15 FLATBED TRAILER. Heavy suspen- 
sion. Hydraulic surge brake. $550 or best 
offer. Natural gas space heater with dou¬ 
ble motor. Call: 723-4955 

BABY SETS. $15 each. Electric stove, 
Viking, 24-inch. Almond, like new. $250. 
Lawn ornaments, $13 each. Call: 725- 
9390 

1978 CHEV IMPALA, 4-door, new tires, 
brakes, rad, battery, good condition. Runs 
well. $1200 as is. Call: 725-8527 

USED WINDOWS, aluminum and storms 
from a house. Best offer. Call: 576-0751 

WHITE WOOD cookstove. 6 lids. Reser¬ 
voir, warming oven. $350. Call: 263-2089 

ST. PETERSBURG, FLORIDA. 1-bed- 
room mobile home, 10’ x 48’ enclosed 
porch, carport, adult park. $10,000 U.S. 
Call: 723-6178 

JOHN DEERE 1020 Tractor, 39 HP gas, 
mint condition, all fluids changed, no re¬ 
pairs necessary. Call: 705-799-6110 


HIGH SIERRA king size waterbed, com¬ 
plete, $225. Bedding extra. 26” Quasar 
colour floor console TV, $150. Call: 576- 
3205 Shift 1 

1965 BUICK SKYLARK. 1970 Olds Delta 
88. Stereo equipment. Wrought iron furni¬ 
ture set. Fireplace tool set. Call: 723-1340 

LADIES’ BLACK winter coat, size 5-6. Al¬ 
most new, negotiable. Cabinet, stereo, 
radio, record player, recorder. Negotiable. 
Call: 728-2601 

1100 YAMAHA, A-1 shape. Fast. Call: 
723-1473 

1975 FIREBIRD OR WILL sell for parts. 
Ex. motor and transmission. Call: Ray 
571-2888 

GRAFITE CROSS-COUNTRY skis. Used 
3 times. Call: 571-2540 

1978 PONTIAC ACADIAN, 4-door hatch- 
back, automatic transmission. 1 owner. 
50,000 km. Call: 728-0700 

PSI PERFORMANCE Pipe for Yamaha 
SRV 540 $225. Call: 725-0077 

ONE-BEDROOM MOBILE home, 12’ x 
54’ with 10’ x 16’ Florida room, completely 
furnished, excellent condition. 5-star 
adult park, Largo, Florida, west coast just 
north of St. Petersburg. Asking $13,000 
U.S. Call: 1-813-581-8232 

PRIVATE SALE. Excellent brick bunga¬ 
low in Peterborough, with basement 
apartment. Presently rented. For invest¬ 
ment or live-in. Call: 576-0751 

SIAMESE FEMALE bluepoint seeks lov¬ 
ing home. Indoor cat, affectionate and 
gentle, spayed, all shot. Excellent pedi¬ 
gree. Asking $100 to cover costs. Call: 
433-8691 

10,040 BTU OIL FURNACE. 15 years old. 
Good condition. Call: 655-4325 

53 SCENIC ACRES. New small cottage, 
12’ x 20’. 800-ft. frontage on Hwy. 121, 
Haliburton. 1200-ft. good internal road. 
Possible severance. Call: 723-7021 

SET OF FOUR 5-spoke mags. 2-15” x 8”; 

2-15” x 10". Caps and lugs included. $250 
or best offer. Call: 434-6440 after 5 p.m. 
1975 MERCURY BOBCAT, station 
wagon, PS, PB, auto. Runs well. $60 or 
best offer. Call: 986-5631 

’80 CHEV WAGON, V-8, low mileage, 
good condition. $1300. ’81 Honda. $600. 
Call: 683-3269 

’87 FIERO GT, 6-cylinder, air, sunroof. 
Stereo. Loaded. Call: 728-5705 

1986 FORD CRUISER, double air, PB, 
PS, stove, large fridge, oak cabinet, fur¬ 
nace, hot water heater, Michelin dual 
wheel, sleeps 4, dual fuel. Call: 782-1796 

ELECTRIC STOVE, A-1 condition, $125. 
Wringer washer, 2 years old. $100. Call: 
725-1937 

ROD POCKET sheers. 2 panels each. 
180” x 83”. Horizon blue, 9 months old. 
Asking $50 pair. Call: 433-4093 

PUPPIES. PUREBRED Doberman pup- 
pies. 2 red females. 1 black male. 2 black 
females. Call: 728-1965 Tony 

KINKELDOR 3 PH economist orchard 
sprayer. A.C. round small baler. Colonial 
bunk beds. Call: 623-2646 

GUITAR EFFECTS. Boss Heavy-Metal 
HM-2 distortion pedal and tub wizard dis¬ 
tortion. $75 each. Call: 725-4816 

QUEEN SIZE super motionless waterbed 
mattress with pad, headboard with night 
tables and frame. Burgundy rails. $250. 
Call: 725-0730 

COUCH AND ARMCHAIRS. Solid maple. 
New cushions. Approximately 50 years 
old. Asking $190. Call: 723-9000 

. 1988 TEMP. LOADED, list $14,000. Sell, 
$12,800 certified. 1985 Chevette, $3500 
certified. 1978 Blazer 4x4, $1500. Type¬ 
writer desk, antique, $300. Call: 1-263- 
8525 _ 

FISHER STEREO cassette deck with 
Dolby-B, Dolby-C and metal capability. 
Asking $125 or best offer. Call: 434-2608 

1980 OLDS CUSTOM Cruiser, 9-pas- 
senger wagon, loaded, good running con¬ 
dition. Asking $2400 or best offer. Call: 
436-0916 

HUMIDIFIER, GENERAL ELECTRIC, 
$60. Electrolux vacuum with new motor 
and all attachments. $100. Both in excel¬ 
lent condition. Call: 579-1945 

OVAL GOLD/BROWN braided rug, 7’6” x 
9’6”, $45. Two 5-ft. round brown braided 
rugs. $30 each. Ideal for cottage. Call: 
432-7253 _ 

2 YEAR OLD cockatoo and cage and 
stand. Call: 987-4321 


31’ CHEVRON HIJACKER, 3 rear bunks, 
fully equipped. 21’ Faulkner awning. Ex¬ 
cellent condition. Call: 623-1796 

REESE HITCH, complete. All wiring, 
electric brake switch, transmission cooler, 
off 1981 Olds. $150 or offer. Sickness, sold 
my car. Cost $375 to install. Call: 579- 
9208 

1977 MONTE CARLO, 77,000 miles, mint 
interior, rally wheels, 305, tilt, recent 
springs, shocks, brakes. $1250. Call: 723- 
2189 

DELUXE 2 HP air compressor. New with 
guarantee. $635. Call: 576-0132 

22-FT. TRAVEL MATE motor home, in ex¬ 
cellent condition. Asking $17,000 or best 
offer. Will certify. Call: 623-5969 after 5 
p.m. 

3-PIECE SOLID oak/glass square coffee 
table, end table and sofa table. Made by 
Lane. $595. Bird cage and stand. $50. 
Call: 432-7253 

1980 GMC 4x4 half ton. Best offer. Call: 
986-5434 

COLONIAL CAPTAIN’S bed and mat- 
tress, 3 drawers and 2 shelves. Good con¬ 
dition. $85. Call: 986-5160 

BOXLINER (Railless) to fit 1988 or 1989 
GM full size box. $275. Call: 725-8527 

3-LIGHT POLE lamp, chrome and brown, 
excellent condition, $25. Bathroom 
spacesaver, 3 cupboards, white and 
chrome. Like new, $35. Call: 723-2189 

WALKER-JOGGER (Treadmill) and rower 
exerciser. New condition. Cost $429. Will 
sell for $250. Call: 668-4568 

1985 HONDA CIVIC, 5-speed transmis¬ 
sion. AM-FM cassette player. A-1 shape. 
$5000 or best offer. Call: 1-416-579-5635 

TRAILER DECKING, 8’ x 20'. Boys 
skates, size 8. Girls skates, size 4. Call: 
Orono 983-9703 

MOUNTAIN BIKES. 10-12 speed. Men’s, 
ladies’, boys’ BMX. New, used parts to 
sell or trade. Call: 723-3901 or apply: 783 

King Street East, Oshawa 

5-BEDROOM HOUSE, 2 baths, sunroom, 
attached garage, tool shed, finished 
basement, laundry room, much more on 
100-ft. frontage x 150-ft. deep. Call: 1- 
705-286-4388 

MICRO FURNACE, like new and still in 
box. Used approximately three times. 
Price: $100. Call: 728-9571 

1984 CHEV S-10 6-cylinder automatic, 
long box, two-tone blue, sliding window, 
box liner, AM-FM radio tape. Good condi¬ 
tion. $700 or best offer. Call: 434-7538 

BROWN 1.8 CU. FT. bar fridge (new). Call: 
623-8759 or 623-5442 

LOVESEAT FOR TWO, like new, brown 
and beige. $200. New spare tire on wheel, 
Pontiac, 1983, $20. Ladies’ bike, like new, 
$40. Call: 668-0960 after 5 p.m. 

4 LADIES’ WINTER coats, various sizes, 
$10 to $25.Good condition. Tires with 
rims, 78-14, 6.95-14 winter tires, 2 pair, 
78-14, $10 to $20. Call: 728-3844 or apply 
92 Olive Avenue, Oshawa 

DINING ROOM suite, walnut 9-piece 
circa 1930. This suite requires large dining 
room. Asking $1200. Call: 576-9656 

175 LB. BARNETT Commando Cross¬ 
bow. Self-cocking feature with bowcase, 
quiver, bolts, field points, broadheads and 
extra strings. Call: 416-885-8683 

FROSTFREE FRIDGE and matching 30” 
stove. Harvest gold. 6 years old. $700 for 
both. Firm. Call: 723-3051 

PINSO SPORT SKI rack for intermediate 
size car. Used once. Still in original box. 
$50. Call: 576-0927 after 5 p.m. week¬ 
days. 

IMPECCABLE, DETACHED 3-bedroom 
house in Whitby. Beautiful view, interlock¬ 
ing drive and patio, asking $164,900. 116 
Kirby Crescent. Call: 433-1784 

’81 HONDA CIVIC, 4-door, good running 
condition. Needs body repair, motor. Ex¬ 
cellent condition. $600. Call: 725-9598 

FOUR 15-INCH RIMS with 2 good tires, 
fits GM model, $125. Also double bed 
frame, $25. Call: 723-5945 

TWO FISH HUTS, 6’ x 8’ and 8’ x 10’, 
with or without propane heaters. $200 and 
$250. Call: 985-3785 

ANTIQUE WICKER arm chair, $80. Gone- 
with-the-wind lamp, yellow. $300. Call: 
263-2340 

BODY PARTS FOR ’78 Nova, ’80 Monza, 
’80 Pontiac Wagon, ’81 Honda Civic. As¬ 
sorted tires, alternator, starter motors, 
radiators. Call: 725-7249 
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SKIS. 160 CM and up, with binding, $50. 
Without binding, $25. Typewriter, $50. Re¬ 
frigerator, $110. House trailer, 27V2’, 
$9900 or best offer. Call: 728-5518 

28’ CITATION HOUSE-TRAILER, rear 
bedroom, roll-up awning, eye-level oven 
with 4-burner stove, built-in stereo, 
forced-air under floor furnace, double 
sink, loads of cupboards. Call: 723-6297 

283" BLOCK AND HEADS. 6-cylinder ex- 
haust system. 4 street tires, 4 winter tires 
(E78-14). 2 clutch fans. Call: 728-5619 

2 BUCKET SEATS. Red Ford pickup. 2 
rotors and caliper. Also three-speed man¬ 
ual trans. Rims/also for Buick. In good 
condition. Call: 723-4779 

’79 PONTIAC GRAND LeMans 350, auto- 
matic, new tires, motor very good. Minor 
repairs needed. $500 as is. Call: 263- 
8506 

SNOWMOBILES. 1987 Polaris Indy 400, 
low mileage, $4600.1979 Polaris 250 Ge¬ 
mini with handle bar warms. $1100. Call: 
263-8929 

6’ x 8’ BOX TRAILER. Call: 579-7509 

1988 OLDS CUTLASS Ciera Brougham. 
Options: air, cruise, tilt-steering, V-6 fuel- 

injected (2.8L), AM-FM cassette.$15,000 
or best offer. Call: 1-705-786-3270 

PEARL 6-PIECE pro drum kit, like new. 
$2000 or best offer. 35 mm. Minolta 
camera, flash and micro lens and case. 
$475. Call: 576-0060 

ALMOST NEW Inglis gas dryer, still under 
warranty. $250 or trade for ? Moving. Call: 
433-2105 _ 

1978 FORD, LOW MILES. New gas tank, 
fuel pump, master cylinder, all new hoses. 
Needs minor repairs. $650 or best offer. 
Call: 668-5009_ 

WOOD STOVE with screen. Good condi¬ 
tion. $125. Call: 725-0575 

BALE STRAW. Call: 705-786-2638 

1981 OLDS LTD. $3990. One owner, 
51,700 km. Must sell. Sickness. Well 
maintained. Never been in an accident. 
Undercoated yearly. Call: 579-9208 

TANDY 1000 COMPUTER printer and 
programs. $900 or best offer. Call: 728- 
9511 

STOVE. WORKING. $75. Call: 725-2456 

CB BASE, ANTENNA, coax. $45. X- 
Country skis, poles, boots, $50. Ski rack, 
$10. Sorel boots, new, $60. Record player, 
trailer hitch, car battery. Call: 576-2363 

LUMBER. PINE sheeting, 2” x 4” x 2” x 
6” and beams, oak, birch, ash. Call: 668- 
8960 

NICE LADIES’ coats, sizes 14-16. As new. 
Call: 728-0700. 

ORMOND BEACH. March break. Bus trip. 
10th-19th for two. Includes transportation 
and accommodation (on the beach near 
Daytona). $1200 value for $800. Call: Lyn 
987-1025 

CHESTERFIELD AND chair. Done in 
floral velour. Good shape. Admiral dish¬ 
washer. Best offer. Call: 725-3978 


OLD CLAY BRICKS. Call: 1-705-277- 
2019 


FOR RENT 


3-BEDROOM HOUSE, detached garage, 
near shopping centres. Available March 
1, 1989. $725 monthly plus utilities. Call: 
579-8403 and 725-5306 

HOUSEKEEPING COTTAGE on a clean 
lake. Fish can be eaten. Call: 725-0222 

1-BEDROOM APARTMENT, Bowman- 
ville. Upper level of four-plex. Fridge and 
stove. $550 per month. Call: 623-2328 

ORLANDO. FULLY furnished deluxe 
townhouse. 2-bedroom, pool, tennis, 
laundry. 15 minutes to Disneyland. 
Weekly/monthly rates. Less than hotel. 
Call: 623-2328 

BEACH CLUB, Cancun, Mexico, April 15- 
22. Two-bedroom penthouse with whirl¬ 
pool, kitchen. Ideal for 6-8 people or can 
be divided. Call: 436-2209 

3-BEDROOM HOUSE, wall-to-wall car- 
pet, clean quiet area of O.C., Civic, $750 
monthly plus utilities. First and last. Call: 
579-8703 or 728-5235 

3- BEDROOM APARTMENT to share with 
2 gentlemen. Own room. $200 monthly. 
Call: 579-0005 

4- BEDROOM HOUSE needs third person 
to share, 6 appliances, pool, fireplace, 
$350. Call: 579-1945 


WANTED TO BUY 


USED WAGON WEST series pocket 
novels. Call: 571-1384 

APARTMENT SIZE piano, in top condi¬ 
tion. Also de-humidifier. Call: 576-5178 

FISHER-PRICE CASTLE. Call: 432-7040 

USED CARD TABLES, in good condition 
and reasonable. For Church Card Party, 
as soon as possible. Call: 986-4704 or 
986-0680 

HAY BY The bale. Call: 623-6018 

BOOKS ON BOXING. Paperback or hard- 
cover. Call: 728-7371 


GIVEAWAY 


2V2-YEAR OLD black Lab. Call: 416-786- 
2557 


SERVICES 


ARE YOU THE spouse or relative of a 
problem drinker and seeking help? Call: 
Al-Anon 728-1020 

DISTRESS CENTRE. Telephone befrien- 
ders. Available 24 hours a day. Call: 433- 
1121 or 686-2366 

ARE YOU COPING with daily stresses? 
Community Involvement and Volunteer 
Program needs volunteers to assist oth¬ 
ers who are experiencing emotional diffi¬ 
culties. If you can help, call: 579-7661 


1986 ACADIAN 4-DOOR, charcoal grey, 
automatic transmission, AM-FM cassette 
stereo, 47,000 km, certified. Asking 
$5500. Very good condition. Call: 723- 
9636 

1980 DODGE RAM Vb-ton truck, new 
brakes, muffler. Very good condition. 
Runs well. 137,000 km. Asking $6,000. 
Call: 623-7569 

26” RCA COLOUR TV $200. SCM porta- 
ble electric typewriter, $150. Steel desk. 
$100. Solid oak antique desk, $500. Call: 
579-7213 

CONSOLE STEREO, walnut cabinet, 
$75. Hammond Organ, bench, 2 key¬ 
boards, foot pedals, rhythm selections, 8 
instrumental voices. $800. Call: 728-0663 
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Zone 57 Report 


By BRIAN HAYDEN 
Committeeperson 

I would like to start this column and 
this year by wishing all of the mem¬ 
bership, both active and retired, a happy 
New Year and best wishes from Terry 
Hughes, myself, 
and the rest of the 
District 6 Com¬ 
mittee. We only 
hope that you 
have had a safe 
and happy holi¬ 
day. 

At this same 
time we would 
like to offer our 
condolences tolthe 
family of Adrian 
Jansma who passed away on December 
5, 1988, after a lengthy battle with can¬ 
cer. I knew Adrian personally as a neigh¬ 
bour while I was growing up and as a 
fellow Union member when I started in 
GM. Adrian will be sadly missed by all 
those that knew him. 

AROUND THE ZONE 

A number of changes have been made 
around the Zone during the down time 
starting on the Motor Line, the and on 
or call switches have been relocated 
from the work stations to areas between 


/ 

bays or columns. These switches have 
been coupled with flashing lights. As of 
writing (Dec. 15/88) the Maintenance 
Department are still working on the 
Cradle Line. The initial plans were to 
lengthen the Cradle Line by forty feet 
to the south and to install an automatic 
loader. A lot of the rough in work has 
been finished but the maintenance peo¬ 
ple are waiting for the roller rack exten¬ 
sion and the robot to come in. There has 
been some discussion as to whether the 
robot will be in place for production to 
start or whether the cradles will have to 
be scheduled manually. 

On the No. 3 Motor Line, they have 
lengthened the fluid fill grated area by 
twenty feet. Outside maintenance are 
still in the process of installing the over 
head conveyor for the Strut Line which 
will free up the congestion caused by 
not enough working space. Hopefully 
this new system won’t cause any new 
headaches or hassles for the Strut Line 
employees (this will remain to be seen)., 
Also in the Strut Line area, the pit that 
we requested at the strut secure location 
has been installed. This eight inch pinch 
should relieve the constant bending to 
attach the lower strut to control arm bolt. 

Because of the construction in the 
strut area, the material handling lunch 


area, which the Strut Line people have 
used for a year and a half, had to be 
moved. The material handling dept, 
were going to build a new lunch area in 
the battery charge area. For envi¬ 
ronmental and safety reasons, Terry and 
I constantly badgered them over the fact 
that their location was unsuitable, and 
finally, after already putting up the brick 
walls, they listened to us. With the help 
of the material handling Union Reps. 
Art Kimble, Doug Wiley and Pete Joh¬ 
nston, we were able to get this lunch 
area relocated to the south end of the 
No. 2 Motor Line, approximately 50 feet 
to the west of where it used to be. Hope¬ 
fully this will be convenient to all of 
those concerned. 

In the rear axle build area, a new re¬ 
ader system has been installed which 
will be able to do away with attaching 
schedules to each job. Also, a rear strut 
overhead feeder line has been installed. 
This Feeder Line should decrease the 
congestion in the strut to rear axle build 
area. 

In the no start area as well as the reject 
area, a new exhaust system has been 
installed to take away the engine exhaust 
fumes while the cars are in the repair 
stalls. Hopefully this system works as it 
is long overdue. During a walking tour 


of the plant by the District 6 Committee, 
prior to the membership returning to 
work in May of 1987, we told the Com¬ 
pany that the fresh air ventilation and 
the dead air exhaust systems were tot¬ 
ally inadequate in the repair areas. A 
year and a half later they are finally get¬ 
ting around to fixing the problem. A pre¬ 
vious writer had mentioned a 
$100,000.00 price tag for this and re¬ 
lated work to be done in the reject area. 
If the Company had listened to our sug¬ 
gestions a year and a half ago, it would 
have cost them a lot less, to do this work 
because they would have done it right 
the first time. 

Staying in the reject area, the two 
pedestrian doors along the north wall 
(B.R. area) have had wind deflectors 
added to them. The Company is also 
supposed to insulate the north wall but 
nothing has been done as of yet. On ce 
again this is work that the District 6 
Committee (not one man as he would 
like you to believe) has asked to have 
done since the winter of 87-88. This is 
the way management likes to do busi¬ 
ness though. If they, the Company, want 
an employee to do something, they ex¬ 
pect it to be done without undue delay. 
If the Union or an employee request 
something from the Company, they’ll 


get it whenever it suits the Company. So 
much for being part of a team. 

The final construction area in Zone 
57 is the no start area which has been 
moved approximately fifty feet to the 
east which will relieve the congestion in 
that area. 

Another bit of rearranging done by 
the Company was the downsizing of our 
Union Work Centre from an area ma¬ 
nagers size office to a foreman’s size. In 
his extreme wisdom, Supt. Gary Daly 
feels that 3 committeepersons per shift 
can share a 6’ x 8’ office. This comes 
from a man who has a 12 x 12 office all 
to himself. You’d be hard pressed to fit 
your desk in our office Gary. The sup¬ 
posed reasoning for this downsizing was 
that Gary thought that there were too 
many people loitering in the Union 
Office. If you want to see loitering Gary, 
take a walk down your own office corri¬ 
dor and check out some of your per 
diems, your management staff, your 
trouble shooters, your problem solvers. 
People that live in glass houses 
shouldn’t throw stones, Gary. 

In closing if you are experiencing any 
problems at work or have any questions, 
contact your committeeperson. Remem¬ 
ber, we are here for you, not the other 
way around. 



Unions Becoming Management 


By BRUCE ADAMS 
Executive Guide 

Choosing Sides was written by Mike 
Parker and Jane Slaughter. It was written 
by and for unionists. Part 1 analyzes the 
Team Concept Programs in the Auto In¬ 
dustry. Part 2 pro¬ 
vides background 
information. Part 
3 looks at various 
Team Concept 
programs through 
the experiences of 
15 different com¬ 
panies and plants. 

WHAT IS TEAM 
CONCEPT? 

In advertising, 
before and after 
pictures are used to demonstrate miracu¬ 
lous cures for baldness and quick effort¬ 
less weight loss. Team Concept is sold 
with the same approach. Like other be¬ 
fore and after advertising, the before 
plays on peoples fears and insecurities. 
The after builds on hopes and fantasies. 
Unfortunately Team Concept in the Auto 
Industry doesn’t deliver what it prom¬ 
ises. This book shows that teams are ad¬ 
vantageous to corporations but there is 
a dear price for workers and the Union 
movement. 


Teams evoke positive images of the 
Super Bowl and World Series. By March 
88, it was in use in many auto industry 
plants. The United Autoworkers Union 
explicitly endorsed Team Concept with 
GM and Ford int he Fall of 1987. Team 
concept programs vary widely at differ¬ 
ent companies and plants. This book 
concentrates on Auto Industry Assembly 
lines and it’s language. The Auto Indus¬ 
try led the way for other industries in 
demanding contract concessions and 
Quality of Work Life cooperative pro¬ 
grams. So too are they leading the 
charge on team concept in a unionized 
industry. All business are watching to 
see just how far companies can push 
their programs. 

STIRRING RHETORIC 

Team Concept at first sounds too good 
not to try. A lot of the “new industrial 
relations culture’’ is the old auto industry 
trick of passing off last years model by 
changing the name plate and adding 
fins. The rhetorical fluff aspect of team 
concept is so dangerous because it dis¬ 
guises the important changes that are 
happening. Team Concept has come to 
mean a package that involves changes 
not related to teams themselves. Many 
provisions of team concept agreement 
eliminate seniority rights. Others are 


blank cheques for management. 

Any who resist it are branded as “re¬ 
sistant to change” and “opposers to 
Quality”. It is condescending to dismiss 
their concerns. The Team Concept re¬ 
cord reveals that all unions should prac¬ 
tice extreme caution. 

In recent history. Teams have been 
linked with Union Busting. That was 
part of General Motors 1970’s Southern 
Strategy. The only 2 significant U.S. As¬ 
sembly Plants to keep Unions out are 
Honda and Nissan. Both are noted for 
their Team Concept Programs. Japanese 
team concept are associated with Com¬ 
pany Unions whose main job is to im¬ 
plement Company policies and boost 
the corporation. Team Concept claims to 
provide dignity, security and control of 
the work environment. In case after case 
however, management has openly 
threatened to move work or close plants 
to force their team concepts. 

THE TEAM PACKAGE 

A Team Concept package usually in¬ 
cludes the following: 1. A rewritten con¬ 
tract or Mission Statement that heralds 
a new relationship between the Com¬ 
pany and it’s workforce. 2. Inter¬ 
changeability. Doing several jobs 
eventually a Pay for Knowledge System. 
3. Drastic reduction in classifications to 


increase management control. Inter¬ 
changeability serves management con¬ 
trol. 4. Less meaning for seniority where 
it is undermined or modified. Opportu¬ 
nities for exercising seniority disappear 
in disappearing seniority transfer rights. 

5. Detailed job definitions increase man¬ 
agements control of how jobs are done. 

6. Workers participate in eliminating 
their jobs and increasing their work 
load. 7. Workers receive more responsi¬ 
bility of a supervisor’s job without the 
supervisors authority or wage rate. 8. 
Management stresses interrelatedness as 
opposed to individuals with cooperative 
Unions. 9. An ideological atmosphere 
stresses competition between workers 
and divides workers loyalties away from 
workmates. Workmates are competitors. 
10. Enterprise Unionism evolves where 
the Union views itself as a partner of 
management and ultimately as man¬ 
agers. 

Whatever unionists may want, auto 
industry management are implementing 
their own corporate vision. The top 
UAW leadership embraced Team Con¬ 
cept in deed if not in word. Their silence 
is their consent. Don Ephlin, the Vice 


President of the GM Unit “bought in”. 
A cost cutting mentality was stressed. 
The International rep’s of the UAW told 
Local Bargaining committees to negoti¬ 
ate Team Concept or they would be shut 
down. Threatening by Company and 
Union leaders pressured changes in 
Local Agreements. The process is called 
“whipsawing” playing Local against 
Local and worker against worker. GM 
has become a master at psychological 
threats. 

Whipsawing of Locals was encour¬ 
aged by language the International ne¬ 
gotiated in 1987. National Job Security, 
Operational Effectiveness and Quality 
Networks were made of appointed Com¬ 
pany and Union Reps oversee Local 
Quality Network Committees. The In¬ 
ternational Unions pro-team attitude has 
in fact promoted whipsawing. They have 
made it impossible to build a united re¬ 
sistance by Local Unions. Unified action 
and increased Union awareness is 
needed to resist whipsawing. It is small 
wonder that the Union membership is 
confused, their leadership seems to 
have chosen managements team, not 
theirs. 


Zone 46 
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Continued from page 6 

to labouring jobs sweeping floors and 
all kinds of other stuff. We worked hard 
to get our trucks out and the next thing 
we know we were sweeping floors”. 

Worker benefit and moral was not 
sufficiently strong to transform them 
into the company boosters the program 
tried so hard to develop. The majority 
believed that the company was the prin¬ 
cipal beneficiary of participation. Many 
denied that the program had altered their 
relationship with the supervisors. 
E.RG.s strengthened their conviction 
that many salaried individuals were in¬ 
effective. It was stressed that these in¬ 
adequacies might be exposed. As one 
worker put it “management were wor¬ 
ried that the top management might 
begin to understand as to what is really 
out on the floor”. 

Among E.RG.s themselves, strain 
was produced on the overall workforce 
by participation and non-participation. 
E.P.G. proposals such as posting output 
became subjects of bitter controversy 
among the workers themselves. Cost re¬ 
duction proposals were the only propos¬ 
als accepted. Two workers gave specific 
examples of Company officials en¬ 
croaching on Union affairs. Prior to the 
expiration of the 1982 contract, several 
managers claimed there would be no 
need for Unions in the future. They 
(management) complained that the 


UAW in Canada was giving GM man¬ 
agement in Canada a bad name. When 
the workers were asked whether anyone 
questioned the appropriateness of the 
conversational breakfast, they replied, 
“It’s not easy to stand up and be counted 
or speak out right away. They are in their 
business suits and quite at home on their 
own ground. When you are taken out of 
your normal work environment and 
taken to a boardroom or executive din¬ 
ing room it’s quite difficult to speak 
out”. 

The other example involved an “end 
around the Union”. A general supervisor 
was trying to evolve a prospective serv¬ 
ice team. He tried to negotiate expenses, 
overtime and holiday work directly with 
the employees himself. This in itself is 
a very clear violation of the Union’s bar¬ 
gaining rights! 

Key officials and leaders within the 
Union continue to defend these pro 
grams despite the LOSS of 800 HUN¬ 
DRED production jobs. It seems(?) they 
still know very little of E.P.G.s operation 
or consequences. The Union has not mo¬ 
nitored E.RG.s as called for in their col¬ 
lective bargaining agreement. They 
advance favourable but vague in-de¬ 
fensible assessments. When asked to 
elaborate, one Unionist had to admit 
“It’s really hard to say what the benefits 
are”. We wholeheartedly agree with 
the above Unionist! 
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c/ldmizaC OptccaC Company 


32 Bond Street East, Oshawa, just west of CAW Hall 


iiiiiiiiiiimiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiii 


Sipco 


UiXon 


Largest Fuel Oil 
Supplier in 
Durham Region 

Extra Benefits provided for 
CAW Retirees & Senior Citizens 


□ AUTOMATIC DELIVERY 

□ EQUAL PAYMENT PLAN 

□ FREE FURNACE 
REPLACEMENT PLAN 

□ FURNACE INSTALLATIONS 

□ ELECTRONIC AIR CLEANERS 

□ CENTRAL AIR CONDITIONING 

□ FUEL OIL — STOVE OIL 

□ FARM DIESEL — GASOLINE 

□ COMMERCIAL—INDUSTRIAL 


Deductible paid for 


579-6411 


BOB JOHNSON 

OWNER 

CHRIS KRANZ 

LICENSED OPTICIAN 


Daily: 9 a.m.-5:30 p.m. 
Thursday: 9 a.m.-8 p.m. 
Saturday: Closed 



We make things 
very clear 


WARNING 

GM EMPLOYEES 
& SIBLINGS 

YOU MAY NOT BE GETTING 
ENOUGH $$$ FOR YOUR 
TRADE 

ALSO 

11.5% FINANCING 
AVAILABLE 

SUBJECT TO CHANGE 
WITHOUT NOTICE 

GUS BROWN PONTIAC BUICK 

1201 DUNDAS STREET, EAST 

668-5846 Toronto lines 686-1566 & 686-1567 



FAMILY TMUST CORPORATION REALTOR 


STEVEN MARCHI 
CHERYL McCILL 

Sales Representatives 

101 Brock Street South 
Whitby, Ontario LIN 4J9 


Buying or Selling 
Real Estate? 

We Understand Your 
Shift Work Needs 
Call Us 
Today! 


Office: 


668-8865 
Toronto: 427-5149 

Residence: 668-6560 


24 HOUR 

EMERGENCY SERVICE 

RADIO DISPATCHED 

OVER 8 DECADES 
OF BETTER SERVICE 


Sipco v UiXon 

313 ALBERT ST., OSHAWA 
723-4663 728-5138 

lllllllllllllllllllllllllllllllllllllllllllllllllllllllllllllll 


VAN HEMMEN 



317 Hopkins St., Whitby 
Phone 666-2121 


When You buy Tires from 
VAN HEMMEN TIRES 
You get MORE than just Tires 


DEALER FOR: Uniroyal, Dunlop, Goodrich, 
Kelly Springfield, Pirrelli 


Specialists In 

Mag Wheels & Wheel Balancing 
We Carry Sheviot Crager-Superior 

OVER 500 GOOD USED TIRES FROM $20.00 


HALL FOR 
RENT 

236 BLOOR ST. E. 
OSHAWA 

CATERING ACCEPTED 
RENTAL $200.00 
CAPACITY, 130 PERS. 
PHONE: 576-3158 


Looking for a new car? 

Sheridan Chev-Olds-Cadillac 
wants to serve you. 

★ At Sheridan you are treated 
like an individual, and 

you make a difference! 

★ Try us once and see 

why the drive to Pickering 
is worth it. 


Authorized Cadillac Dealer 


Sheridan 


CHEVROLET OLDSMOBILE 
CADILLAC LIMITED 


GM 


1800 Kingston Rd. 
at Brock Rd., Pickering 


683-9333 



CHEVROLET-OLDSMOBILE LTD. 


425 BAYLY STREET WEST, AJAX 
PHONE 427-2500 


“Always a great 
deal no matter 
what your option” 

• Top trade-in allowance 

• Brand new facility to serve you. 
Easy to get to. 

• Great parts, service, and 
body shop 

• We want your business 
and we’ll prove it! 
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By PAUL GOGGAN 
Education Committee Chairman 


Labour Education Courses: 
Pre-Retirement: 
Committeeperson Training: 
Human Rights: 

CAW History & Structure: 
Parliamentary Procedure and 
Effective Speaking: 
Unemployment Insurance: 
Labour Law: 

Instructor’s Names: 

Pat Clancy 

Stephen Benedict 

Herman Rosenfeld 

Ray Finney 

Dave Monie 

Maureen Esson 

Ken Luckhardt 

Peter Birmingham 

Mary Straus 

Liz Westbrook 

Sandi Ross 

Bert Rovers 

Bill Orr 

Len Hope 

Charlie Stock 

Barry Chercover 

Local 222 Students Names: 

W.W. Britton 

Ellen Britton 

Wes Bryant 

Mrs. Bryant 

Robert Coleshaw 

Joyce Coleshaw 

Bemie Debosky 

Arnold Ehret 

Joan Ehret 

Yves Cronier 

Claud Cronier 

Theresa Goggan 

Robert Wood 

John Mullauer 

Austin Sudsbury 

Herman Reck 

Douglas Meagher 

Barb Meagher 

Maurice Mitchell 

Mrs. Mitchell 

Robert Oattes 

Norman O’Keefe 

Gilles Cloutier 

Constance Cloutier 

Tony Peleshok 

James Milton 

Syd Prakken 

Donald Gibson 

Harold Greer 

George Hoskin 

Marion Hoskin 

James Hoskin 

Faye Hoskin 

Cliff James 

Joyce James 

Don Johnston 

Carol Johnston 

Terry Lahoda 

Larry Luke 

Mike Matwichuk 

Morris Davey 

Mrs. Davey 

Bert Porter 

Gorden Heard 

K.L. Kingsley 

Mrs. Kingsley 

Eldred Shaw 

Mrs. Shaw 

Gerald Nesbitt 

Paul Johnston 

Dale Pettes 

Jim Brown 

Patricia Cameron 

Edward Covey 

George Fisher 

Jim Freeman 

Natalie Halay 

Jack Knowler 

Ursula Golding 

Dave Barber 

Angie Archer 

Bob Figsby 

John Roberts 

Rick Wilson 

Jack Hale 

Dann Harrison 

Glenn Hopps 

Jim Hoy 

Scott Kuyt 

Cecil Mackesey 


LABOUR EDUCATION HELPS 
BUILD A STRONG UNION 

November 1988, was Education Month around Local 222. First on November 12-13, twenty-three (23) of 
our members attended the CLC Labour Education Institute at Durham College. Secondly, on November 
26-27, one hundred and thirty (130) of our members attended a very successful Education Seminar at our 
Union Hall. Listed below are the courses, instructors names and students names. 



- 

tip 





On behalf of both Union Education Committees, I would like to thank our two opening speakers, Sam Gindin, 
CAW National Research Director and Gord Wilson, President of the Ontario Federation of Labour. The 
Education Committees would like to thank all the students, instructors, CAW National Education Department 
and CLC Education Department. 


Education Committee Members 


Paul Goggan 

Chairman 


John Dolstra 

Vice-Chairman 


Karan Couture 
Secretary 


Bobby Fowler 
Brian Sliter 


Larry Hannah 
Glenn Bell 


CAWWTCA 

CANADA 


Executive Board: 

Liaison to Committee John Kovacs 
President John Sinclair 

Financial Secretary Tom Hoar 


William Robinson 
Douglas Coles 
Stan Price 
Dan Piper 
Toni Skelton 
Ramesh Syal a 
Randy Sarginson 
Ed Schindler 
Rick Wilson 
James Jesson ^ 

Phyllis Chappie 
Martha Boate 
Karen Dolan 
Joan Fowler 
Dennis Mason 
Shirley Riva 
Cathy Rolls 
Larry O’Connor 
Betty Sheehey 
Brian Wilson 
A1 Denault 
Julie Cardwell 
Kathy Leneham 
Mark Chesebrough 
Bruce Robertys 
Mark Sanders 
Bart MacNeill 
Russ Rak 
Bob Whalen 
Wolfgang Geiger 
Charles A. Shewan 
Herman Vander Veen 
Gregg Barton; 

Greg Brooks 

John Byrne 

Bill Lamont 

Tony Marano 

Keith Osborne 

Doug Sanders 

Christian Timmermans 

Gord Tripp 

Kay Scott 

Connie Lockhart 

Bobby Fowler 

George Goreglad 

Dave Murphy 

Byron Simms 

Gordon Vickers 

Jamie Huff 

Bob Allan 

Ian Beattie 

Jim Beaudry 

Paul Beaumont 

Kenneth R. Brack 

David DeAdder 

John Ethier 

Pete Johnston 

Les MacDonald 

Ron McLachlan 

Louise Mitchell 

CLC Education Institute 

Labour Courses: 

Technological Change 

Stress in the Workplace 

Facing Management 

Worker’s Compensation 

CAW Students Names: 

A1 Madden 

John Scanlan 

Brian Smith 

Richard Ledwidge 

Bruce Roberts 

Ed Schindler 

Dave Murphy 

Chris Buckley 

Roger Healy. 

Bill Doherty 
Andrea Shallhom 
Gregg Barton 
John Byrne 
Chris Henderson 
A. Denault 
Ron Bartodziej 
Tony Marano 
James Beaudrey 
Christian Timmermans 
Cecil Mackessey 
Bill Lamont 
Edward Lawrence 
Ramesh Syal 
Special Thanks to: 

Jim Campbell 
Ron Moran 
John Sinclair 
Tom Hoar 

The Ladies at the Hall 
Marg McDougall 
The Ladies Auxiliary 
The Executive Board 
Sam Gindin 
Gordon Wilson 
Ed Halpin 
Annie Labaj 
David Robertson 
Jeff Wareham 
Donna Burke 
Bill Doherty 
Doug Tobin 
Ron “Gibby” Gibson 
Dave Thompson 
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The Tools of a 
Management Cult 


Respect and Dignity 
of Individuals 


By DAN KEWLEY 
Zone 22 Committeeperson 

The we/they concept is really the 
most fundamental idea in trade 
unionism, Solidarity is a recognition of 
the fundamentally different goals of 
Union Leadership 
and Management. 
The main purpose 
of QWL and 
Quality Networks 
is to establish new 
group identities to 
put everyone on 
Management’s 
Team. As prob¬ 
lem-solving de¬ 
velops, the feeling 
develops that we 
are all on Management’s Team. Most 
programs teach a “survival situation” 
where we can only survive with the 
same goals and purpose. 

That is probably the biggest fraud that 
Quality Networks perpetrate. Once 
Union Reps, join Management’s Team 
the arbitrary nature of management de¬ 
cisions takes over. The membership lose 
their protection from favouritism and 
their right to be individuals. Workers 
competing against each other is not 
Team work. 

The training programs always follow 
a designed set of assumptions that are 
designed by management. Workers are 
supposed to believe that the reason com¬ 
panies didn’t concern themselves with 
fulfilling jobs was that Workers didn’t 
care about them! In fact Unions have 
fought for years for humanized work¬ 
places. The Company message is Unions 
bargain wages and benefits and the 
Company will provide your new needs 
for respect and dignity. In practice 
however detailed job descriptions 
broken down to the tiniest elements and 
times speed up the process of the De- 
Humanized work. The Team Ideology 
reinforces the Law of the Jungle where 


the Strong rule the Weak and individ¬ 
uality is considered abnormal. 

JOINING THE FAMILY 

GM’s Hydra Matic Division has a 
week long “Family Awareness Training” 
program that is costing close to 40 mil¬ 
lion dollars. The family is not the em¬ 
ployee’s family but “the establishment 
of a family atmosphere within the Divi¬ 
sion”. The Parent of course is General 
Motors Management who as smart 
parents of their foolish children teach 
you your GM Values and Beliefs. The 
use of Cult techniques is very similar to 
that used in Leapin into the Future pro¬ 
grams under way for Car Plant Manage¬ 
ment. 

The new GM family provides security 
and the same benefits as your own fam¬ 
ily. The process of building this new 
family must have a benevolent parent 
and that parent is your Supervisor. In 
order for you to grow up, your old iden¬ 
tity must be stripped away so you will 
be “Cleared” (note: a Scientology term) 
for the Family Experience. The hugging 
and touching is also a Scientology Lov¬ 
ing experience. 

This leads to a very emotional experi¬ 
ence of love, worthiness and acceptance 
the same way Cults first used love to 
win over the uninitiated. Then as he or 
she becomes “Cleared”, they can be pro¬ 
perly inducted into the Mysteries of this 
wonderful new faith. Any bad results 
cannot be the Parents fault because they 
will always act out of love for you and 
you Must Understand, They Know Best. 
If you question that then there is some¬ 
thing wrong with you, it must be your 
human weakness or faults that don’t 
allow you to see the Corporations Infal¬ 
libility. It is your faith that is suspect, it 
certainly can’t be management’s mo¬ 
tives. Hats, jackets, stickers, notebooks, 
logos all bear the family logo much as 


a Hare Krishna disciple is recognized by 
his dress. 

People are pressed to experience Self 
Disclosure, Share with the family. The 
self must grow. If you do you will expe¬ 
rience unity with high spirits and accept¬ 
ance as a disciple of the Vision that the 
mystics have created for you. If you do 
the group praises you in a moving expe¬ 
rience as you sit in the “hot seat of ac¬ 
ceptance”. You must let go of all your 
“selfish personal psychological def¬ 
ences” and develop openness. 

IS IT BRAINWASHING 

In my personal opinion, yes. Personal 
defenses serve a purpose. It is very easy 
in the “Informal Family Atmosphere” to 
let go. Back home, however, those fam¬ 
ily members have the power to assign 
jobs, demote, discipline and fire people. 
The letting go can be used as a lever or 
even a way to destroy a person’s liveli¬ 
hood and self-respect. 

Quality Networks, etc., use powerful 
psychological techniques to mold you 
into a Crusader for the Corporation, peo¬ 
ple are purposely taken out of their 
normal environment to a very comforta¬ 
ble but controlled situation, insecurity 
and needs for belonging and intimacy 
are manipulated to redefine the individ¬ 
ual identity. Thus the Cultural Revolu¬ 
tion is complete and obedience to the 
Parent is absolute. 

This is not some far-fetched fantasy. 
The Council on Mind Abuse stated re¬ 
cently that 30 percent of their calls are 
a result of Cult Techniques in Manage¬ 
ment Training Programs. They define it 
as Corporations setting themselves up as 
Spiritual Leaders and therefore above 
the law. It is one thing for a Company 
to try and gain loyalty it is another thing 
altogether to set itself up as a Spiritual 
Leader. Beware the Wolves in Sheep’s 
clothing. 


By IVAN RAYNER 
Body Shop Committeeman 

Dignity and Respect are things the 
Management-by-Stress programs claim 
they promote. Human fulfillment can 
only be achieved however by striving 
for management 
goals. His worth 
can only be meas¬ 
ured by his com¬ 
mitment to 
Management Val¬ 
ues and Beliefs. In 
Management-by- 
Stress Plants, per¬ 
sonal illness and 
family needs must 
take second place 
to perfect attend¬ 
ance and Team Goals. Personal time is 
actually perceived as being at the beck 
and call of the Company. Mazda tells 
employees to arrange their personal 
lives to work ten hours a day though 
only eight is assigned. Workers’ “human 
qualities” are manipulated so peer pres¬ 
sure is directed toward achieving man¬ 
agement ends. In their paternalistic 
view, Management has endowed upon 
them dignity by eliminating jobs and in¬ 
creasing their stress load and jobs. 

Trust, Dignity and Cooperation are 
bywords at Team Concept Plants, 
Unions become so preoccupied with de¬ 
fending themselves against concessions 
that they all but abandoned demands for 
a humanized workplace. Management- 
by-stress plans moved into the vacuum. 
The labour movement and membership 
must begin to analyze and think about 
humanized work. 

1. A comparison between humanized 
work and Team Concept disprove Cor¬ 
porate claims that they intend to provide 
dignified, fulfilling working conditions. 
Management by stress is the proof. 

2. Management has couched their 
stress and Team concept in an appeal to 
worker idealism and true quest to pro¬ 
vide a Quality product. Unions in man¬ 
agement-led training are portrayed as 
only being interested in special interests. 
The truth is labour had to fight to make 
gains that are now accepted as common¬ 
place. The Company pretend they 
wanted to do it all along. 


3. Labour l as been preoccupied with 
Contracts and Concessions. They have 
failed to monitor or educate their own 
elected leadership to the dangers of 
Team Concept and Management-by- 
Stress. Their failure has been taken as 
consent by lower levels of Union 
Leadership. The result is no leadership, 
no limits and ultimately they are losing 
the battle on the shop floor because there 
is total confusion as to what is accept¬ 
able. Labour’s goals have been blurred 
by joint ventures and cooperation till 
their goals were taken over by manage¬ 
ment. 

In the ideology of management-by¬ 
stress, all resources are directed at com¬ 
pany success. Value is only determined 
by loyalty to sacrifice all for Mother 
Corporation and suffer the stress they 
heap on you. As long as everyone be¬ 
lieves that, then GM Beliefs and Values 
must be serving all humanity. The hiring 
assessment process starts by hiring those 
with the “right attitude”. Once hired, the 
stress system is designed to generate 
peer pressure to force out any free think¬ 
ers. 

No matter how inspirational the Cor¬ 
porate training and rhetoric, long-term 
identification with Corporate goals 
doesn’t fit reality, people work to live, 
not live to work. They need a job to have 
a family, a home and increase their parti¬ 
cipation in leisure and social activities 
of their own choice in a democratic soci¬ 
ety. Some workers needs converge with 
Management and some don’t. When 
these needs diverge is it right that the 
Corporation pass itself off as the Spiri¬ 
tual Guru of workers? Some workers 
will willingly adopt Corporate goals as 
their own. That should be their right, not 
a requirement. Should a Corporation 
have the right to force Supervision to go 
leaping and hugging and use cult tech¬ 
niques as a condition of employment? 
Safety, fulfilling work and quality all 
take a backseat to profits in the Manage¬ 
ment-by-Stress system. A good job in 
their system is called a Non Value Added 
Job. Increases in profits and productivity 
can allow for more concern for human 
beings. The Management-by-Stress 
practised by the Quality Network works 
against human beings. 




Workers O 



By DAVE THOMPSON 
Recording Secretary and 
Service Representative 

Recently we have had numerous re¬ 
quests on the payment of overtime when 
on Workers Compensation. It now has 
come down to interpretation, and the 
board has re¬ 
sponded. I would 
like to point out, 
as of December 
14, 1988, this 

clarifies how and 
when a person 
gets overtime, 
when he/she is out 
on compensation. 

Some people in 
the past year have 
been paid, with no 
problem, but because of objection by 
employers and the board getting its 
back up, a policy on payment has come 
about. 

The following is the answer to the 
CAW requests. 

Dear Mr. Thompson: 

Further to our recent telephone con¬ 
versation involving the topic of payment 
for compulsory overtime, the following 
will set out conditions where compul¬ 
sory overtime will be paid, and I have 
also included a couple of examples to 
illustrate the various payment calcula¬ 
tions regarding this matter. 

The policy on the payment of com¬ 
pulsory overtime was amended in 1985 
and reads as follows: 

“Entitlement of Compensation for 
loss of overtime earnings may be 
granted where the loss of overtime re¬ 
presents a true wage loss, providing: 

1. Overtime is at the specific request 
of the employer or is compelled expli¬ 
citly as such by the terms of a contract 
of labour. 


2. Overtime is 
to prior to any la> 
able injury. 

3. Forthepurp 
titlement, “sche 
defined as a pre^ 
with a specific tin* 
not fall within 
working hours. 

4. Reimbursen 
duled overtime i\ 
lost. Where the 
duled overtime in 
had for the inju 
hours of work. 

5. The level c 
sidered will be gc 
tive maximum ir 
the accident as 
45(1) of the Act. 

6. Loss of earnings must be verified. 
Time off in lieu of or any other non¬ 
monetary agreement would not truly re¬ 
present a loss of earnings or an earning 
impairment”. 

As a means to further clarifying the 
above, it is important to note that the 
scheduled overtime must be compulsory 
as opposed to being voluntary. If the 
overtime is indeed voluntary, then a true 
wage loss cannot be demonstrated with¬ 
out question as the worker may not have 
participated in the overtime had an op¬ 
tion existed. The reference to section 
45(1) in point number five is the applic¬ 
able section under the old Act, but is 
now Section 41 under the current Act. 
It is also necessary that the employer 
confirm with the Board the loss of sche¬ 
duled overtime and the specific period 
lost either expressed in hours or shifts 
noting the worker’s regular hours of 
work. 

In order to provide a better under¬ 
standing of this policy, a review of the 
calculation methods employed in deter- 


ings pre-accident and the date of the 
scheduled overtime shift lost would be 
major determinants in calculating what 
benefit if any could be paid to a worker 
in recognition of the lost overtime shift. 

The following examples should help 
to illustrate the actual calculation pro¬ 
cess: 

In all of the examples to follow, the 
same information will be utilized 
namely an accident date of March 18, 
1988 which is a Friday, the worker’s 
earnings of $15.25 an hour, the worker 
on a 40 hour Monday through Friday 
work week with a net exemption code 
of 0L This produces a compensation rate 
of $397.81 per week based on a gross 
earnings of $610 per week. The max¬ 
imum rate payable for a Code 01 is 
$433.93 per week and benefits in this 
case would have been paid to April 5, 
1988 and final. 

EXAMPLE 1 

The worker lost an overtime shift for 
Saturday, March 26, 1988. The weekly 
compensation rate payable of $397.81 
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1988. Since one eight hour overtime 
shift was lost, the calculation fof bene¬ 
fits would be the weekly compensation 
rate of $397.81 multiplied by 8 and di¬ 
vided by 40 which provides a payout of 
$79.56. 

EXAMPLE 3 


The preceding examples detail calcu¬ 
lations for all accidents occurring on or 
after April 1st, 1985. Although there 
should be very few if any pre April 1st, 
1985 claims that are currently being re¬ 
ferred for payment of compulsory over¬ 
time, the rules are similar with a couple 
of calculation exceptions. When there is 
overtime in the earnings four weeks 
prior to the accident, but the gross earn¬ 
ings without the overtime are already at 
maximum, then consideration is to be 
given to the payment of mandatory 
overtime. However, when there is over¬ 
time in the earnings four weeks prior to 
the accident, but the gross earnings 
without the overtime are not at max¬ 
imum, then the worker is not entitled to 
the mandatory overtime as he is already 
receiving the benefit of an inflated com¬ 
pensation rate due to the overtime earn¬ 
ings. 

I hope the above provides some fur¬ 
ther clarification to the issue of payment 
for compulsory overtime, however 
should you have any additional ques¬ 
tions please do not hesitate to contact 
me. 


The worker lost overtime shifts of 
April 2 and April 3, 1988. Since the 
April 2nd shift falls in the Sunday to 
Saturday period where the worker would 
have received his full weekly payment 
of $397.81, the worker would only be 
entitled to a payment of $36.12 for that 
particular shift lost. However, the loss 
of the April 3rd overtime shift falls into 
the following Sunday to Saturday period 
where benefits were actually finaled on 
April 5th which was the Tuesday and 
would have amounted to $159.12. The 
worker is therefore entitled to a payout 
for that Sunday shift lost which is equiv¬ 
alent to the amount shown in example 
2 and therefore the total payout in exam¬ 
ple 3 would be $115.68. 


Yours truly, 

J. Martin (Mr.) 

Senior Claims Program Advisor 

Central Ontario East 

Client Services 

EXECUTIVE BOARD REPORT 

1) The Board is pleased with the pro¬ 
gress of the new Union Hall and that 
our Trustee Lloyd Clarke will be updat¬ 
ing on its progress. 

2) The President J. Sinclair has an¬ 
nounced that a new unit from Cobourg 
will be joining our Local this month, a 
further report will follow. 

In closing, remember trust the 
Union not them. 
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